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Abstract - This study aims to study how the role of job 

satisfaction and organizational commitment to 

organizational citizenship employee behavior at BCA 
Main Branch Office Semarang. The population in this 

study were all employees of BCA Main Branch Office 

(KCU) Semarang Jalan Pemuda Semarang and other 

KCP. The number of samples used was 75 respondents, 

with the sampling technique used is proportional random 

sampling. The data source used is primary data, with data 

collection techniques using questionnaires, while the data 

analysis technique used is multiple linear regression. The 

coefficient of determination indicates the variable job 

satisfaction and organizational commitment can explain 

variations in Organizational Citizenship Behavior 

variables of 70.2%. The results of hypothesis testing using 
the t-test statistic indicate that job satisfaction and 

organizational commitment shows a positive and 

significant effect on Organizational Citizenship Behavior 
 
Keywords - Job Satisfaction, Organizational Commitment, 

and Organizational Citizenship Behavior. 
 

I. INTRODUCTION 

The development of the banking industry in recent 

times has become increasingly rapid, and it can be seen 

from the number of banks that have appeared in every 

region in IndonesiaCompetition among banking companies 

is increasingly complex and competitive. Every bank is 

required to be able to maximize the performance of its 

company so that it can survive and continue to grow. 

The success of every company, of course, cannot be 

separated from the role of its human resources 

(Lestariningtyas, 2016). Referring to the effectiveness and 

success of a company will depend on the quality and 

performance of human resources. Good human resources 

of a banking company can be capital in order to compete 

with other banks that are more advanced. To deal with 

these situations and conditions, banking companies must 

determine their management strategies and policies, 

especially in the field of Human Resources (Muranaka, 

2012). 

Efforts that can be made by the company to continue 

to survive and develop take some organizational behavior 

from its employees so that the company can run well, 

effectively, and efficiently. One of the employee behaviors 

that are important for company effectiveness is 

organizational citizenship behavior or OCB (Pradhiptya, 

2012). Organizational Citizenship Behavior (OCB) can 

arise from various factors within the organization, 

including the job satisfaction of employees and high 

organizational commitment (Robbin and Judge, 2015). 

OCB can also help conserve scarce resources for 

maintaining group functioning, making it an effective 

means of coordinating activities within workgroups, 

improving the company's ability to attract and retain the 

best employees, as well as improving the stability of the 

company's performance. Reflects OCB's behavior in a 

good BCA bank. 

KCU Semarang has various branches, one of which is 

BCA KCU Semarang. In order to survive in the midst of 

today's competition, BCA KCU Semarang strives to 

improve its effectiveness and efficiency. KCU strives to 

implement Organizational Citizenship Behavior in which 

every employee has the attitude to help other employees in 

order to lighten the workload of employees and create 

employee productivity. 

Research on the effect of job satisfaction and 

organizational commitment on Organizational Citizenship 

Behavior (OCB) has been conducted by previous research. 

Based on some of these studies, it is shown that there are 

inconsistencies in the results shown from differences in 

research results or the phenomenon of the research gap so 

that it can be used as an impetus or reason for conducting 

this research. 

http://www.internationaljournalssrg.org/
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    The differences in research results can be seen from 

the research results of Hidayat and Kusumawati (2014), 

Sudarmo and Wibowo (2015), Meilina (2016), Widayanti 

and Farida (2016), Yuliani and Katim (2017), Darmawan 

and Satrya (2018), and Sengkey ., et al. (2018) which 
states that job satisfaction has a positive and significant 

effect on Organizational Citizenship Behavior (OCB). 

However, it is different from the results of research from 

Takaheghesang (2016) and Yanti and Supartha (2017), 

which state that job satisfaction has a negative and 

insignificant effect. Negative and insignificant effect on 

Organizational Citizenship Behavior (OCB). 

Other differences in results can be obtained from the 
research of Hidayat and Kusumawati (2014), Sudarmo and 

Wibowo (2015), Meilina (2016), Widayanti and Farida 

(2016), Yuliani and Katim (2017), Darmawan and Satrya 

(2018), which states that organizational commitment has a 

positive and significant effect on Organizational 

Citizenship Behavior (OCB). However, in contrast to the 

results of Takaheghesang (2016),6Yanti and Supartha 

(2017), and Sengkey. et al. (2018) state that organizational 

commitment has an effect negative and insignificant on 

Organizational Citizenship Behavior. 

     Based on the description above and the existence of 

different research results or research gaps, the authors are 

interested in conducting research with the title "The Role 

of Job Satisfaction and Organizational Commitment to 

Organizational Citizenship Behavior (Study on BCA 

Employees at the Main Branch Office Semarang)". 

Research Framework 

 

 

 

 

 

 

 

Hypothesis : 

H1: Job satisfaction has a positive and significant effect on 

Organizational Citizenship Behavior. 
H2: Organizational commitment has a positive and 

significant effect on Organizational Citizenship Behavior 

 

II. RESEARCH METHODS 

A. Population and Sample 

The population used in this study were all employees 

at BCA Main Branch Office (KCU) Semarang, with a total 
of 297 employees. The number of samples used in this 

study was 75 respondents, namely employees who were 

divided into various divisions and branch offices of BCA 

Semarang Pemuda Semarang. The sampling technique 

uses proportionate stratified random sampling: 

Sources of data used are primary data, namely data 

obtained directly from data sources by conducting research 

directly into the field. In this study, data collection was 

carried out through a questionnaire to employees of BCA 

Main Branch Office (KCU) Semarang. And through 

library research by examining materials such as books 

containing theories, scientific works, and other materials 

relevant to research 

 

B. Data analysis  
Data analyzed with multiple linear regression analysis 

in this study using the SPSS 20.0  

 

C. Research Instrument Test 

All indicators used in the variables have a value of r 

arithmetic greater than r table (r count > 0.306) so that all 

indicators of each research variable can be said to be valid. 

All variables in the study have a Cronbach's alpha value 

greater than 0.70, so it can be said that all measuring 

concepts of each variable from the questionnaire are 

reliable, which means that the questionnaire used in this 

study is a reliable questionnaire 

III. RESULTS AND DISCUSSION 

A. Normality Test 

Based on the results of the normality test, the 

magnitude of the probability value shown in Asymp is 

obtained. Sig is 0.401, and the value is greater than 0.05. It 

can be concluded that the distribution of data in the 

regression model is normally distributed, meaning that the 

data has met the assumption of normality. 

B. Multicollinearity Test 

Based on the results in the table above, it can be seen 

that each variable of job satisfaction and organizational 

commitment has a tolerance value greater than 0.10, and 

the VIF value is also smaller than 10. This means that 

there is no correlation between the independent variables 

used, so it can be concluded that the resulting regression 

model does not occur multicollinearity symptoms. 

C. Heteroscedasticity Test 

Based on the results in the table above, the 

significance value of each job satisfaction variable is 

0.418, and the organizational commitment variable is 

0.203. The significance value of each variable is greater 

than 0.05 (significance > 0.05). It can be concluded that 

the regression model used in this study does not occur 

heteroscedasticity 

D. Coefficient of Determination 

AdjustedR Squar Square of 0.702. It can be concluded 

that the variable job satisfaction and organizational 

commitment can explain the variation of the variable 

Organizational Citizenship Behavior by 70.2%; based on the 

results in the table above, the coefficient value of Adjusted 
R Square of 0.702 is obtained. It can be concluded that the 

variable job satisfaction and organizational commitment can 

explain the variation of the variable Organizational 

Citizenship Behavior by 70.2%, while the remaining 29.8% 

can be explained by other variables outside the model, such 

as organizational culture, transformational leadership, job 

characteristics. , workload, motivation, work environment, 

and others. 

 

JobSatisfaction 
(X1) 

 Organizational 
Commitment 

(X2) 

 

Organizational 

Citizenship 
Behavior (X1) 
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E. F Test 

Based on the results in the table above, obtained a 

significance value of 0.000 <0.05, it can be concluded that 

the resulting regression model is fit, so the regression 

model is significant and feasible to use. A fit regression 
model means that job satisfaction and organizational 

commitment can be used to predict Organizational 

Citizenship Behavior. 

 

F. Hypothesis Results (t-test) 

a) Hypothesis Testing the Effect of Job Satisfaction on 

Organizational Citizenship Behavior 

Based on the results of the analysis obtained in the 

table, it shows that the t-value of the job satisfaction 

variable is greater than the t-table value of 4.585> 1.666, 

with a significance level of 0.000 <0.05, so the result of 

the decision is to accept the alternative hypothesis (Ha). A 
positive t-count coefficient value means that job 

satisfaction has a positive and significant effect on 

Organizational Citizenship Behavior. 

This means that if the job satisfaction felt by employees is 

increasing, the Organizational Citizenship Behavior is 

increasing. So it can be concluded that the first hypothesis, 

which states that job satisfaction has a positive and 

significant effect on Organizational Citizenship Behavior, 

is statistically acceptable. 

The results of the study indicate that job satisfaction 

felt by employees is an important factor that must be 

considered by Bank BCA KCU Semarang to be able to 

improve the Organizational Citizenship Behavior of its 

employees. These results also indicate that job satisfaction 

is a factor that can shape Organizational Citizenship 

Behavior. When employees are satisfied with their work, 

they will reciprocate. The employee's response includes a 

sense of belonging to the organization and behaviors such 

as Organizational Citizenship Behavior. This also means 
that better job satisfaction as measured by indicators such 

as challenging work, supportive working conditions, 

appropriate salary, personal compatibility with work, and 

supportive co-workers will be able to increase job 

satisfaction so that it has an impact on increasing 

Organizational Citizenship behavior. Behavior. These 

results have supported the results of research conducted by 

Hidayat and Kusumawati (2014), Sudarmo and Wibowo 

(2015), Meilina (2016), Widayanti and Farida (2016), 

Yuliani and Katim (2017), Darmawan and Satrya (2018), 

and Sengkey., et al. (2018) which states that job 
satisfaction has a positive and significant effect on 

Organizational Citizenship Behavior. 

 

b) Hypothesis Testing the Effect of Organizational 

Commitment on Organizational Citizenship Behavior 

Based on the results of the analysis obtained in the 

table, it shows that the t-value of the organizational 

commitment variable is greater than the t-table value of 

7.116 > 1.666, with a significance level of 0.000 <0.05, so 

the result of the decision is to accept the alternative 

hypothesis (Ha). A positive t-count coefficient means that 

organizational commitment has a positive and significant 

effect on Organizational Citizenship Behavior. This means 

that if the organizational commitment of employees is 

increasing, then the behavior of Organizational Citizenship 

Behavior is increasing. So it can be concluded that 

hypothesis one which states that job satisfaction has a 
positive and significant effect on Organizational 

Citizenship Behavior which is statistically acceptable. 

The results of the study indicate that the attitude of 

organizational commitment possessed by employees is the 

most important factor that must be considered by the Bank 

BCA KCU Semarang in order to improve the 

Organizational Citizenship Behavior of its employees. This 

can be seen from its considerable influence so that it will 

be a factor that will be able to shape Organizational 

Citizenship Behavior. 

These results also indicate that, basically, OCB 

behavior cannot be separated from employee commitment 

to Bank BCA KCU Semarang, because after all, work 

performance that exceeds what it should be will be 

determined by whether or not the employee's commitment 

to the bank is strong. This is because organizational 

commitment as measured by indicators of a career desire 

in the company, trust in the company, the desire to survive 

with his job, employee engagement with his work, loyalty 
to the company, pride in working in the company can be 

considered by employees in order to increase 

organizational commitment so that it will have an impact 

on increasing Organizational Citizenship Behavior. These 

results have supported the results of research from Hidayat 

and Kusumawati (2014), Sudarmo and Wibowo (2015), 

Meilina (2016), 

Widayanti and Farida (2016), Yuliani and Katim 
(2017), and Darmawan and Satrya (2018) state that 

organizational commitment has a positive and significant 

effect on Organizational Citizenship Behavior 

 

IV. CONCLUSION 

Based on the results of the analysis described 

previously, it can be drawn from the research results, as 

follows: 

1. Hypothesis one is accepted, meaning that job 

satisfaction has a positive and significant effect on 

Organizational Citizenship Behavior. It can be seen from 
the calculated t value, which is greater than the t table, and 

the significance value is less than 0.05. This means that an 

increase in job satisfaction felt by every bank employee 

will increase the Organizational Citizenship Behavior 

carried out by employees of the BCA Main Branch Office 

(KCU) Semarang. 

2. Hypothesis two is accepted, meaning that organizational 

commitment has a positive and significant effect on 
Organizational Citizenship Behavior. It can be seen from 

the calculated t value, which is greater than the t table, and 

the significance value is less than 0.05. This means that the 

increase in organizational commitment in bank employees 

will increase the Organizational Citizenship Behavior 

carried out by employees of the BCA Main Branch Office 

(KCU) Semarang. 



Cahyono et al. / IJEMS, 8(12), 7-10, 2021 

 

10 

REFERENCES 
[1] M. Ahdiyana, DimensiOrganizational Citizenship Behavior 

(OCB) Dalam Kinerja Organisasi. Jurnal Efisiensi, 10 (1) (2011) 

1-10. 

[2] S. Arikunto,  Prosedur Penelitian: Suatu Pendekatan Praktik. 

Jakarta: Rineka Cipta (2013). 

[3] K.A. Darmawan and  I. G. B.H. Satrya, Pengaruh Komitmen 

Organisasional, Kepuasan Kerja Dan Budaya Organisasional 

Terhadap Organizational Citizenship Behaviour Karyawan. E-

Jurnal Manajemen Unud, 7 (5) (2018) 2508-2537. 

[4] I. Ghozali., Aplikasi Analisis Multivariate Dengan Program 

SPSS IBM SPSS 19. Semarang: Badan Penerbit Universitas 

Diponegoro (2011). 

[5] A. Hidayat dan R. Kusumawati. 2014, Pengaruh Komitmen 

Organisasi Dan Kepuasan Kerja TerhadapOrganizational 

Citizenship Behavior(OCB)Di PT. Argamukti Pratama 

Semarang. Jurnal Ekonomi dan Bisnis, 9 (18) (2014) 1-15. 

[6] K. Huda, Pengaruh Kepuasan Kerja Terhadap Organizational 

Citizenship Behavior(OCB) Komitmen  Organisasi Sebagai 

Variabel Intervening (Studi Kasus Pada PT Citayasah Perdana). 

Jurnal OPTIMA, 2 (1) (2018) 41-53. 

[7] W. Jing Liang, Wang. And W. Hai Zen, The Influences of 

Psychological empowerment on Work Attitude and Behaviour in 

Chinese Organization. Journal of Business Management. 6 (30) 

(2012) 

[8] E.B. Lestariningtyas, Peran Komitmen Organisasi Sebagai 

Variabel Intervening Antara Kepuasan Kerja dan Organizational 

Citizenship Behavior (OCB) Pada Karyawan PT. Coca-Cola 

Distribution Indonesia, Surabaya. Jurnal Ilmu Manajemen, 4 (3) 

(2016) 1-10. 

[9] A.A.P. Mangkunegara, A.A Prabu, Manajemen sumber daya 

manusia perusahaan. Bandung:  PT RemajaRosdakarya (2013). 

[10] R. L. Mathis and H.J. Jhon, Manajemen Sumber Daya 

Manusia.Jakarta : SelembaEmpat (2015). 

[11] R. Meilina, Pengaruh Karakteristik Pekerjaan, Kepuasan Kerja, 

Dan Komitmen Organisasi Terhadap Organizational 

CitizenshipBehaviorPada Karyawan BRI Kediri. Eksis, 11(1) 

(2016) 61-72. 

[12] R. Pradhiptya, Pengaruh Kepuasan Kerja Terhadap 

Organizational Citizenship Behaviour(OCB) Dengan Mediasi 

Komitmen Organisasional. Jurnal Bisnis dan Manajemen, 6(1) 

(2013) 50-58. 

[13] S.P. Robbinsdan A.J. Timothy A. Judge,  Perilaku Organisasi, 

Edisi 16. Jakarta: SalembaEmpat (2015) 

[14] Y.M. Sengkey,  B.Tewal., dan D.C. Lintong, Pengaruh Kepuasan 

Kerja Dan Komitmen Organisasi Terhadap Organizational 

Citizenship Behavior(OCB) Pegawai Pada Kantor Sekretariat 

Daerah Kabupaten Minahasa Tenggara. Jurnal EMBA, 6(4) 

(2018) 3138-3147 

[15] S.M.A. Shah,  M.M. Jatoi and M.S. Memon, The Impact Of 

Employee Job Satisfaction On The Organizational Commitment: 

A Study of Faculty Members of Public Sector Universities of 

Pakistan. Interdisciplinary Journal Of Contemporary Research In 

Business.3(10) (2012) 161-170. 

[16] D.W. Simatupang, Hubungan Antara Gaya 

KepemimpinanTransformasional Dengan Komitmen Organisasi 

PT. PLN (PERSERO) Distribusi Bali : Universitas Gajah Mada, 

Yogyakarta, (2015) 

[17] T.I. Sudarmo  dan U.D.A. Wibowo. Pengaruh Komitmen 

Organisasional Dan Kepuasan Kerja Terhadap Organizational 

Citizenship Behavior(OCB). Psycho Idea, 1 (1) (2015) 51-58. 

[18] Sugiyono, MetodePenelitianKuantitatif, Kualitatif, dan R&D. 

Bandung: Alfabeta. (2017) 

[19] E. Sutrisno, Edy. Manajemen Sumber Daya Manusia, Cetakan ke 

tujuh. Jakarta: KencanaPrenada Media Group (2015). 

[20] H. Takaheghesang, V.P.Lengkong., dan G. M.Sendow, Analisis 

Pengaruh Kepuasan Kerja, KomitmenKerja, Pemberdayaan 

Psikologis Dan Kepemimpinan Transformasional Terhadap 

Organizational Citizenship Behavior(OCB) Pada Karyawan 

PTJasaRaharja (Persero). Jurnal EMBA, 4(4) (2016) 1013 – 

1024. 

[21] R. Widayanti dan E. Farida. Pengaruh Kepuasan Kerja dan 

Komitmen Organisasiterhadap Organizational Citizenship 

Behavior(Study pada Karyawan Pemerintah Kabupaten Malang). 

Jurnal AplikasiManajemen, 14 (4) (2016) 697-704. 

[22] P.E.T. Putu dan I. W. G.Supartha.  Pengaruh Komitmen 

Organisasional Dan Kepuasan Kerja Terhadap Organizational 

Citizenship Behavior (OCB). E-Jurnal Manajemen Unud, 6 (2) 

(2017) 721-747. 

[23] Yulianidan Katim. Pengaruh Komitmen Organisasi Dan 

Kepuasan KerjaTerhadap Organizational Citizenchip Behavior. 

Jurnal Riset Manajemen dan Bisnis (JRMB), 2 (3) (2017) 401 – 

408.

 


