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Abstract

The objectives of this study are: First, to find out the description of work engagement,
job satisfaction and Organizational Citizenship Behavior (OCB) for employees of PT.
Rizki Asa Buana, Second to determine the effect of Work Engagement on
Organizational Citizenship Behavior (OCB) on employees of PT. Rizki Asa Buana,
Third to determine the effect of Job Satisfaction on Organizational Citizenship
Behavior (OCB) on employees of PT. Rizki Asa Buana. The Last is to find out how
much the contribution of Job Engagement and Job Satisfaction to Organizational
Citizenship Behavior (OCB) for employees of PT. Rizki Asa Buana. This research was
conducted on 135 employeesof PT. Rizki Asa Buana on JI. Manggul jaya no.9 (base
4) cikiwul, bantar gebang. Bekasi 17152. The data collection technique used to survey
and interview methods, namely by interviewing employees one by one and distributing
questionnaires which were then processed using the SPSS program. This research uses
descriptive and explanatory analysis. The results obtained from the regression show a
positive and significant influence between Work Engagement on Organizational

Citizenship Behavior and a positive and significant influence between Job Satisfaction
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on Organizational Citizenship Behaviorandthe research model of Job Engagementand
Job Satisfaction can predict Organizational Citizenship Behavior in Pt. Rizki Asa
BuanawhichisonJIl. Manggul jayano.9 (base 4) cikiwul, bantar gebang. Bekasi 17152
with a value of Fcount> Ftable (62.091> 2.70) and significance (0.000 <0.05).

Keyword: Employee Engagement, Job Satisfaction, Organizational Citizenship
Behavior (OCB).

INTRODUCTION

Problems with low levels of OCB can occur in any company, including PT. Risky Asa
Buana. Based on the data processed by the researcher, the researcher also conducted
interviews with employees at PT. RAB. Regarding OCB, the employee explained that
family gatherings in this company are rarely held, so that the closeness between
employees is not good, and the desire to help each other between employees is still
lacking. The employee complains that when the employee has permission or is sick, he
feels that there is no one to help or handle the work. So that the work was done is not
completed according to the deadline given by the company. This is also included in the
OCB dimension, namely Altruism. Altruism is individuals who want to help other
individuals in working in a company without compensation. Furthermore, as with
Altruism, which supports OCB, there is a Conscientiousness dimension.
Conscientiousness is the existence of an individual role in carrying out roles and tasks
that should be carried out by other people in a company, according to (Podsakoff et al.,
2005).

Researchers also obtained additional data related to OCB, namely data on resigning
employees of PT. Riski Asa Buanainterprets a form of employee intolerance towards the
company that may be less than ideal for the employee, so the employee decides to resign.
This is also inversely proportional to one of the OCB dimensions. This dimension is
sportsmanship, and sportsmanship is the willingness to tolerate the inconveniences that

often occur and the risks of work done without complaining, according to (Gautama
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Siregar, 2018). The following is the data of outgoing employees managed by the

researcher:

DATA KARYAWAN KELUAR
100 PT. RIZKI ASA BUANA

73

50 @2018 WM2019 @2020

1.

Data Turn Over

Figure 1. Data of employees leaving PT. Rizki Asa Buana
Source: Processed by researchers
Based on the data obtained by the researcher, several employees leave the company

(figure 1). The picture shows that there are still employees who do not interpret the
attitude of tolerance towards the companythey are sheltering. The company is considered
less than ideal and is still not in line with its vision and mission, thus contradicting one of
the OCB dimension categories, namely sportsmanship.

Based onthe understanding of sportsmanship thathas been described above, itshows that
the act of resigning by employees is a form of discomfort, resigning or turning over
intention itself is an act of leavingan employee from a company that occurs because of
the desire of the employee himself oracompany thatwantsto issue it accordingto (Saeed
etal., 2014). If employees have high sportsmanship, employees will continue to work for
the company regardless of their complaints and will continue to make high contributions
to the company.

Researchers also conducted interviews related to work engagement and job satisfaction.
For work engagement, employeesfeel less enthusiastic in doing their work because the
work given by the company is too heavy so that the work given by the company to the
employee isneglected or completed outsidethe specified time becausethe employee does
not have seriousness, enthusiasm, and persistence in doing work. This problem is in line
with the dimensions of work engagement described by (Schaufeli et al., 2006), namely

Vigor, Dedication and Absorption.
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Then the researchers conducted a pre-research test on 25 employees of PT. Rizki Asa
Buana with a general description of the respondents consisting of 16 men and 9 women.
12 respondents were aged between 23-30 years, 8 respondents were aged 31-40 years,
and 5 years respondents were aged 41-45 years. Furthermore, 20 respondents are
permanent employees, and 5 respondents are contract employees by distributing
questionnairesto companyemployeesto determinewhy employees prefer to resign rather
than stay in the company.

Based on the results of the pre-research questionnaire, it shows that the first variable,
namely works engagement in the company, is still relatively low. This is indicated
because employees still do not feel that they are tied to the company where they work.
Work engagement itself is an essential dimension that can strengthen employee
behaviour—oriented in achieving goals with high enthusiasm, enthusiasm, and pride in
the work that is their profession now. As a result, employees will feel bound to their work
and company, according to (Deviyanti & Sasono, 2015). According to (Kataria et al.,
2012), work engagement has the potential to encourage OCB. Similarly, according to
(Ferdiansyah, 2018) Work engagement is a development of the two previous concepts,
namely Commitment and OCB. Employees who do not give complete loyalty to the
company, such as not enthusiastic about work, lack of desire to take the time to do work,
and lack willingness to learn for the company's progress.

The second variable, namely job satisfaction, is still relatively low, below 50%. Job
satisfactionisan individual's assessmentand attitude towards his work environment, type
of work, relationships between co-workers, and social relationships thatoccur in the work
environment (Tania & Sutanto, 2013). Similarly, according to (Nkeobuna Nnah Ugoani,
2018), job satisfaction affects OCB with the most significant influence on the Pay
dimension (salary). It is believed that salary can motivate behaviour and performance
patterns, where it can be assumed thatemployees who havehigh salaries musthave better
performance and vice versa. Employees are rated as dissatisfied with their work and
company policies. This dramatically affects the performance of employees, and
employees become less enthusiastic in doing their jobs, less love for work and the

company. Factors such as the lack of benefits provided by the company, the difficulty of
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getting promotions and the lack of good supportamong co-workers are triggers for the
lack of job satisfaction within employees.

Job engagement and job satisfaction are two factors that support the creation of OCB
(Organizational Citizenship Behavior). Employees who feel satisfied with their work will
work optimally in completing their work, even willing to do work outside of their duties
(Fauziridwan et al., 2018). Employees who have high engagement will show business
behaviour by giving more time, effort, and initiative to their work and contributing to
their organization (Affandiet al., 2019). Employees who feel satisfaction in their work
and are bound by theirwork and the organizations they supportwill be willing to do more
work than their supposed duties voluntarily without expecting rewards from the
organization or company (willing to do OCB). Although the company tries to give the
best to its employees, not a few employees still have obstacles to achieve job satisfaction
and work engagement based on several factors that have been partially described above,
so that OCB will be difficult to form in the company's employees.

To create OCB in each employee, what is needed is the existence of "job satisfaction and
employee work engagement". Therefore, researchers are interested in researching the
effect of Job Engagement and Job Satisfaction on OCB (Organizational Citizenship
Behavior) on employees at PT. Rizki Asa Buana.

Furthermore, the researchers interviewed related to job satisfaction variables, where
employees explained that they felt the salary they got from the company was not under
the work they were doing. Then some employees have worked in the company for 5 to
10 years, but they did not get the promotion as expected. Furthermore, employees feel
less guided by superiors, so that employees do not feel the closeness between superiors
and subordinates. These problems are in line with the dimensions of job satisfaction

described by Luthans (2006), namely Supervision, Promotion, Pay.

LITERATUREREVIEW

Organizational Citizenship Behavior

OCB, accordingto (Putri & Utami, 2017) is a term for employees who give more value
to the work that is their duty as well as an added value to the company, and the success

of an organization is also supported by the behaviour of membersin an organization or
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company. To create highly dedicated employees, companies must prioritize their
employees to increase organizational effectiveness (Rohayati, 2014). Furthermore, this is
supported by Kusdi (2011), who states that Organizational Citizenship Behavior (OCB)
canbe created, one of which isthrough organizational culture. Organizational Citizenship
behaviour is the contribution of workers "above and above" a formal job description that
is carried out voluntarily, which is not formally recognized by the reward system and
contributes to the effectiveness and efficiency of organizational functions (Rohayati,
2014). Organizational Membership Behavior (OCB) is a personal contribution that goes
beyond the requirements of a role in the workplace and is rewarded by obtaining task
performance. OCB involves various behaviours, including volunteering to help others,
performing additional tasks, and following workplace rules and procedures. This
behaviour describes the added value of employees, which is a form of pro-social

behaviour, namely positive social behaviour according to (Podsakoff et al., 2005).

Titisari (2014) defines Organizational Citizenship Behavior (OCB) as individual
behaviour that is free, not directly or explicitly related to the reward system and can
improve the effective functioning of the organization. Based on the experts' opinions
above, the researcher synthesizes that OCB is a voluntary behaviour carried out by
employees to help co-workers and the company and behaviour that is not part of the
formal work obligations carried out by employees and plays a role in the success of the
organization. In this study, researchers used the dimensions proposed by (Podsakoff et
al., 2005), namely Altruism, Conscientiousness, Civic Virtue, Sportsmanship, Courtesy.
These dimensions have also been carried out by several researchers, including (Tang &
Ibrahim, 1998), (Soegandhi etal., 2013) and (Ikonne, 2013).

Employee Engagement

Accordingto (Bakker, A.B. & Leiter, 2010), work engagement is a positive individual
condition characterized by enthusiasm, dedication, and appreciation for work. At present,
employees must also be willing to cooperate, aid, exchange suggestions, participate more
and actively participate in the organization. To create these outstanding individuals,
employees must maintain close relationships with the companies they protect to perform
tasks otherthan their duties. This is the resultof high loyalty to the company. Meanwhile,
(Albrecht, 2010) suggests that work engagement is a state of positive motivation and
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energy related to work and the pure desire of employees to contribute to their work role
and organizational success. Employees in an organization or company cannot be
separated, and employees who excel and are innovative are the most supportive factors
for the company's success or organization. Employees are expected not only to work by
the given job descriptions but also to optimize their work.

Furthermore, accordingto (Djasaetal.,2020), work engagementis a favourable condition
experienced by employees in their work and is indicated by the nature of the involvement
of the workforce in carrying out their duties. Similarly, according to (Aldrin & Merdiaty,
2019), work engagement is a positive and satisfying state of mind related to work
characterized by enthusiasm, appreciation and dedication, emphasizing employees
insight into their work and, as a result, will increase creativity in the workplace. This
means that work engagement can show a positive condition where employees feel the
involvement of the workforce in carrying out their duties. According to (Schaufeli et al.,
2006), work engagementisa positive view of life, thinkingabout the unity of the working
relationship, characterized by enthusiasm, high dedication, and appreciation. Moreover,
(Solichin, 2018) states that if employees have a high sense of belonging to the
organization, it will add three general behaviours that can improve organizational
performance: the first to say (say) meaning that employees will give opinions to the
organization and co-workers, as well as give opinions to employees. And potential
customers. The second is that employees will continue to work in the organization even
though they can work elsewhere. Moreover, third is the effort which means that
employees will devote more time, energy, and initiative to the organization. From the
above definition, the researcher synthesizes Job Engagement as an attitude or feeling
attached to employees towards their organization that positively impacts the company,
where employees are motivated to improve their performance in the company. In the work
engagement variable, the researcher uses the dimensions of Vigor, Dedication,
Absorption proposed by (Schaufeli et al., 2006) (Waspodo, 2019), (Chaudhary et al.,
2017).

Job Satisfaction
According to Wibowo (2015), job satisfaction is the level of one's feelings of pleasure as

a positive assessment of his work and the right work environment. Employees who are
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satisfied with whatan organization or company provides to them and whatthey have done
for the company will create a job satisfaction condition. If the employee already has job
satisfaction, he will follow the work regularly, work hard, and remain an employee or

member of the organization.

Meanwhile, according to Mangkunegara (2017) states that job satisfaction is a feeling
thatsupportsordoesnotsupportemployees in theirwork and accordingto (Usman, 2011)
states thatjob satisfaction isthe fulfilmentof all the needs of workersin carryingouttheir
duties for a specific time. Job satisfaction is the assessment and attitude of an individual
towards his work environment, type of work, relationships between co-workers, and
social relationships in the work environment. Tania & Sutanto (2013).

Another expert opinion, Robbins et al. (2011), states that job satisfaction is a positive
feeling about one's job, which results from an evaluation of the individuals
characteristics. Positive feelings of employees will also increase the level of job
satisfaction. Otherwise, negative feelings of employees will decrease or even eliminate
job satisfaction. According to (Asrunputri, 2018) job satisfaction is the behaviour of
someone who has an emotional response to his work.

On the Job Satisfaction variable, researchers used the dimensions of work, supervisor,
promotion, co-workers, andsalary. Thisdimensionhasalso been used by Luthans (2006),
(Puspitawati & Riana, 2014), (Smith, 2017), (Kerdngern & Thanitbenjasith, 2017).
Based on the explanation above, the researcher concludes that job satisfaction can be
created when there is no longer a difference between what is desired and its perception
with the existingreality because the desired minimum limithas been achieved or fulfilled.
In other words, job satisfaction also shows the level of individual expectations of the
person's psychological fulfilment.

Conceptual Framework

H1: Employee engagement affects organizational citizenship behaviour (OCB)

Research conducted by Solichin (2018) states that employee engagement significantly
affects organizational citizenship behaviour. Then the research conducted by Kasinathan
et al. (2016) also stated that employee engagement has a significant effect on

organizational citizenship behaviour. However, the research conducted by Affandi et al.
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(2019) showed that employee engagement did not have a significant effect on
organizational citizenship behaviour.

H2: Job satisfaction affects organizational citizenship behaviour (OCB)

Research conducted by Saxena et al. (2018) states that job satisfaction significantly
affects organizational citizenship behaviour. The research conducted by Waspodo (2019)
also states that job satisfaction significantly affects organizational citizenship behaviour.
However, Ningsih etal. (2014) research state that job satisfaction has no significant effect
on organizational citizenship behaviour.

H3: Employee engagement and job satisfaction affects organizational citizenship
behaviour (OCB)

Research conducted by Claudia et al. (2013) and Rohayati (2014) shows that employee
engagementand job satisfaction have asignificantinfluence on organizational citizenship
behaviour (OCB). However, research conducted by Affandi etal. (2019) and Ningsih et
al. (2014) shows that employee engagement and job satisfaction do not have a significant

effect on organizational citizenship behaviour (OCB).
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Figure 2. Research Model
Source: Processed by researchers
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RESEARCH METHOD

Accordingto Gujarati (2011) in Setyawan et al. (2020), the population is the set of all
possible resultsattributed to an experiment. The population in this study are all employees,
amounting to 135 people who work at PT. Rizki Asa Buana. Accordingto Sekaran &
Bougie (2009), a Sample is part of the number and characteristics possessed by the
population. Moreover, the researchers used non-probability sampling. Non-probability
sampling is a sampling technique that does not provide equal opportunities or
opportunities for each element or member of the population to be selected as a sample.
This sampling technique includes systematic, quota, accidental, purposive, saturated and
snowball sampling.

In this study, there are 45 indicators/statements. Data analysis in this study used the SPSS
version 22 program. The measurement scale in this study used a Likert scale. The Likert
scale, accordingto Sekaran & Bougie (2009), is designed to examine how strongly the
subject agrees or disagrees with questions on a four-point scale. With a Likert scale, the
variables to be measured are translated into indicator variables. These indicators are used
as astarting pointforcompilinginstrumentitems in statements or questions. In this study,
we will use a Likert scale with an interval of 1 to 4, referring to Sugiyono (2015), which
states where it is deemed more appropriate and following the circumstances because if
using an interval of 1 to 5, the results of the study are feared to be biased because most
respondents will choose a neutral answer so that it is difficult to draw conclusions as well
as judgments from these criteria. If the direction of the assessment is getting to the right,
it shows the “Strongly Agree” opinion, which means it is getting stronger. If the direction
of the assessment is further to the left, it indicates a “Strongly Disagree” opinion, which
means it is getting weaker.

Sekaran & Bougie (2009) stated that Primary Data refers to information obtained directly
by researchers about variables of interest for specific research purposes. In collecting
primary data, the researcher used a survey method using a questionnaire distributed to

respondents.
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RESULT AND DISCUSSION

Descriptive Analysis

Organizational Citizenship Behavior

Overall, compared with the weight of the variable criteria scores, the number of strongly
disagree and disagree answers given by the respondents is 93.7%, meaning that the OCB
variable is deficient. Based on these results, there is a very low OCB in employees in the
company. This result is supported by the Civic Virtue dimension, where the indicators of
reading and hearing announcements and memos conveyed by coworkers can be
concluded that employees feel they do not read and hear announcements and memos
conveyedby coworkers. Things like this can be detrimental to the company if itcontinues.
Therefore, more attention is needed from the company to read and listen to
announcements and memos conveyed by colleagues.

Employee Engagement

Overall, compared with the variable criteria scores, the number of answers disagreeing
and strongly disagreeing given by the respondents is 60.6%), meaning that the Job
Engagementvariable is low. Based on these results, there is low work engagementamong
employees in the company. This result is also supported by the Absorption dimension,
where on the indicators of focus at work, it can be concluded that there are employees
who feel unfocused at work. Things like this can be detrimental to the company if it
continues. Therefore, there needs to be more attention from the company to feel focused
and live in doing their work.

Job Satisfaction

Overall, compared with the weight of the variable criteria scores, the number of answers
disagreeing and strongly disagreeing given by the respondents is 92.4%, which means
that job satisfaction is deficient. This is also supported by the dimension of work with the
highest indicator, namely being satisfied with the job. It can be concluded that employees
are not satisfied with their work. Things like this can be detrimental to the company if it
continues. Therefore, more attention is needed from the company so that employees feel

satisfied in doing their jobs.
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Multiple Linear Regression Test Results

T test results

Table 1. Multiple Linear Regression Test Results
Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Std.
Model B Error Beta t Sig.
1 (Constant) 4,954 2,453 2,020 ,045
Employee 491 ,064 ,506 7,712 ,000
Engagement
Job 425 ,080 ,348 5,295 ,000

Satisfaction
a.Dependent Variable: OCB

Source: Processed by researchers
The formulation of the hypothesis and the decision-making criteria are:
Formulation of Hypothesis 1 (H1)
Hypothesis 1:
Ho: Work engagement does not have a positive effect on Organizational Citizenship
Behavior
Ha: Work engagement has a positive effect on Organizational Citizenship Behavior
Formulation of Hypothesis 2 (H2)
Hypothesis 2:
Ho: Job Satisfaction has no positive effect on Organizational Citizenship Behavior
Ha: Job Satisfaction has a positive effect on Organizational Citizenship Behavior
The basis of decision making is to compare t count with t table as follows:
The work engagement variable has a t-value of 7.712. The tcount value of the work
engagement variable was then compared with the ttable value. Thus, t count> t table is
7,712 >1,997. The significance of the work engagement variable is 0.000 and less than
0.05. So the conclusion drawn is that Ho is rejected and Ha is accepted. Thus, work
engagement has a positive effect on Organizational Citizenship Behavior.
Job Satisfaction variable has a t count of 5.295. The t count value of the Job Satisfaction
variable is then compared with the ttable value. Thus, tcount >t table is 5.295 > 1.997.
The significance of the Job Satisfaction variable is 0.000 and less than 0.05. So the
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conclusion drawn is that Ho is rejected and Ha is accepted. Thus Job Satisfaction has a
positive effect on Organizational Citizenship Behavior.

Multiple Linear Regression Test Results

Based on Table 1, the linear regression equation obtained is Y = 4.954 + 0.491X1 +
0.425X2. The meaning of the figures in the above equation is as follows:

1. The regression coefficient value of the work engagement variable is positive,
namely 0.491. This means that for every one increase in work engagement
score, it will increase Organizational Citizenship Behavior by 0.491 scores
with a fixed Job Satisfaction variable.

2. The regression coefficient value of the Job Satisfaction variable is positive,
namely 0.425. This can be interpreted that every one increase in Job
Satisfaction score willincrease Organizational Citizenship Behavior by 0.425.

F Test Results
F test needs to be done to test whether there is an effect between job engagement and job
satisfaction or simultaneously on Organizational Citizenship Behavior. Decision making
criteria:
Ho: The independent variables of job engagement and job satisfaction cannot predict the
model on the dependent variable of Organizational Citizenship Behavior.
Ha: The independent variables of job engagement and job satisfaction can predict the
model on the dependent variable of Organizational Citizenship Behavior.
Based on Ftest:

1. Hois accepted if Fcount <Ftable

2. Hois rejected if Fcount>F table

By significance:
1. Hois accepted if the significance > 0.05

2. Hois rejected if the significance is <0.05
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The results of the F test can be seen in table 2 below:
Table 2. F Test Results

ANOVA?
Sum of Mean
Model Squares df Square F Sig.
1 Regression 1800,982 2 900,491 62,091 ,000°
Residual 1914,351 132 14,503
Total 3715,333 134

a. Dependent Variable: OCB
b. Predictors: (Constant), Job Satisfaction, Employee Engagement
Source: Processed by researchers

In Table 2, the Fcount obtained is 62,091. The Fcount value is then compared with the
Ftable value, which is searched with a 95% confidence level, with df 1 (number of
variables-1) or 3-1 =2, and df 2 (n-k-1) or 135-2-1. Based on these calculations, obtained
Ftable of 2.70, thus Fcount> Ftable. The significance of the F test is 0.000; thus smaller
than 0.05. The conclusion that can be drawn is that Ho is rejected or the independent
variables of job engagement and job satisfaction can predict the model on the dependent
variable of Organizational Citizenship Behavior.

Coefficient of Determination Test Results (R2)

Table 3. Coefficient of Determination Test Results
Model Summary®
Adjusted R Std. Error of the

Model R R Square Square Estimate
1 ,696° 485 ATT 3,808
a. Predictors: (Constant), Kepuasan Kerja, Keterikatan Kerja

b. Dependent Variable: OCB
Source: Processed by researchers

Based onthe table, the value of R2 (R square) is 0.485 or (48.5%). This shows that48.5%

of Organizational Citizenship Behavior is explained by Job Engagement and Job

Satisfaction factors, while the remaining 51.5% is explained by other variables.
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CONCLUSION

Description of Job Engagement, Job Satisfaction and Organizational Citizenship
Behavior on employees of Pt. Rizki Asa Buana: Work Engagement on employees at Pt.
Rizki Asa Buana is classified as low, which means that many employees do not feel
attached to the job. This conclusion is derived from the three largest dimensions of
influence in the study: First, the Absorption dimension, where on the indicator of focus
in working with statements, | am immersed in this work. The two dimensions of
Dedication are the indicators of Challenges at work with the statement | am happy to be
challenged in doing this work. The three dimensions of Vigor are Resilience indicatorsin
working with the statement I have high work resistance. Based on the three dimensions
above, it can be concluded that the presence of employees who feel unfocused at work is
the most significant influence on the Job Engagement variable. Things like this can be
detrimental to the company if it continues. Therefore, there needs to be more attention
from the company to feel focused and live in doing their work.

Job Satisfaction on employees at Pt. Rizki Asa Buana is still relatively low, which means
that many employees are notsatisfied with theirwork. This conclusionwas obtained from
the three largest dimensions of influence in the study: First, the dimension of work with
indicators, namely feeling satisfied with the work with the statement that | was satisfied
with the task. Both Coworkers with indicators Relationships with coworkers are going
well with statements. Relationships with coworkers are well established, the three
dimensions of superiors with indicators. Communication between subordinates and
superiors is going well with statements. Communication between superiors and
subordinates iswell established in solvingwork problems. Based on the three dimensions
above, it can be concluded that employees feel dissatisfied with their work to be the most
significant influence on the Job Satisfaction variable. Things like this can be detrimental
to the company if it continues. Therefore, there needs to be more attention from the
company to feel satisfied in doing their jobs.

Organizational Citizenship Behavior on employees of PT. Rizki Asa Buana is still
classified as low, which means that many employees do not have the initiative and high

awareness of work. This conclusion is derived from the three most prominent dimensional
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influences in the study: First, the Civic Virtue dimension on the indicator Reading and
paying attention to organizational announcements, memos, and the like with statements
Always reading and listening to announcements and memos conveyed by my colleagues.
Both Sportsmanship on indicators Always focuses on the positives rather than the
negatives about your company with a statement, and | will take the positive side of the
problem that occurs. The third is the Conscientiousness dimension on the indicator
Working beyond the specified working hours with the statement I am willing to come to
the office before work hours. Based on the three dimensions above, it can be concluded
that employees feel they do not read and hear announcements and memos conveyed by
coworkers to be the most significant influence on the OCB variable. Things like this can
be detrimental to the company if it continues. Therefore more attention is needed from
the company to read and listen to announcements and memos conveyed by colleagues.
Job Engagement has a positive effect on OCB for Pt employees. Rizki Asa Buana. This
means that when the employee's work engagement increases, the employee's OCB will
increase. Job Satisfaction has a positive effect on the OCB of Pt employees. Rizki Asa
Buana, which means that if job satisfaction increases, employee OCB will increase.
Model penelitian Kepuasan Kerja dan Keterikatan Kerja dapat memprediksi OCB pada
karyawan di Pt. Rizki Asa Buana.

Work engagement (X1). Descriptively, most respondents responded negatively to
statements about work-relatedness. From this negative response, one of the steps that can
be taken is to increase employee work engagement by generating high morale and work
power foremployees, increasingemployeeseriousness to work, andthe desire to continue
to find solutions to every problem and difficulty that employees face. Based on the study
results, the best dimension that the company has is Vigor; that is, employees already have
enthusiasm and have high work desire. So this can make employees have a high sense of
attachment to the job. It is expected that the company can improve and maintain these
dimensions.

Job Satisfaction (X2) descriptively, most respondents responded negatively to the
statement that the researcher proposed to the employees. In order to improve
Organizational Citizenship Behavior, the management of PT Rizki Asa Buana should

directemployeesto the work they are responsible for, build good communication, provide



113
JDMB Vol. 04 No. 12021

equal opportunities for all employees for promotion, provide salaries that are by the
minimum wage and meet the needs of employees and build solid teamwork among
employees. Based on thisresearch, the bestdimension thatthe company has is promotion;
this means that the company must be able to increase and maintain the promotion of
employees so that employees can feel satisfied in their work.

In the OCB variable in the statement, feeling reading and hearing announcements and
memos conveyed by colleagues is the highest percentage (STS + TS). This means that
employees feel they do not read and hear announcements and memos conveyed by
coworkers. For this reason, it is necessary to make a breakthrough or innovation when
giving memos to colleagues through other media, not with another piece of paper but
through social mediathatis used by allemployeesso thatitis more effective. Considering
that all employees use social media.

In the work engagement variable in the statement, I am involved in this job, which is the
highest percentage (STS+TS). This indicates if the employee is not involved with the
work he is doing. This indicates that employees have less engagement with the work they
do. For this reason, the management should be able to generate high morale and
workforce for employees, increase the seriousness of employees to work, and the desire
to continue to find solutions to every problem and difficulty that employees face. On the
job satisfaction variable in the statement, | feel satisfied with the task given, which is the
highest percentage (STS+TS). This indicates if the employee is not satisfied with the
assigned task. This indicates that the employee is assigned or assigned a position or job
that is not his/her field or educational background. For this reason, management needs to
evaluate when giving a job to its employees so that employees work according to their
educational background.

Here is some suggestion for further research:

1. Regarding the limitations of research carried out during the Covid-19 pandemic,
the lack of information obtained by the researcher is hoped to find more
information related to the problemsthat occur in future studies.

2. This research can be done again with free and independent variables in different
places/research objects or using other variables in accordance with the problems
that occur in the object of research.
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Appendix
Questionnaire Table
Variables Dimensions Item Source
1. Provide assistance to employees
who are absent from work
2. Help otheremployeeswhose work
piles up
Altruism 3. Helpingnewemployeesduring
orientation
4. Helpingcolleagueswho have
problemsin completing theirwork
5. Alwayswilling to help other
employees
6. Workingbeyondthe specified
working hours
. : Rohayati
7. Er?]r;ttakebreaksousldeofbreak (2014), _Titisari
(2014:5),
Conscientiousness 8. Obey the company regulations even | PodsakgEfO;t
though theyare not supervised Iiauziridwgn )
Organizational 9. Work honestly (2018), Putri
Citizenship 10. Not doingmuchprotest Dalianetal
Behavior Sportmanship 11. Alwaysfocusonthe positive instead (2017).
(OCB) of the negativeaboutyourcompany
perusahaan
12. Always judge what the organization
is doingis right
13. Take action to preventdisputes with
otheremployees
Courtesy 14. Believingthat my actions have an
impacton the work of others
15. Does not interferewith the rights of
otheremployees
16. Attendingcertain meetings or events
even if not given anofficial order,
forthe sakeof theorganization
Civic Virtue 17. Carry out organizational functions
even if not requested, for the good
nameof the organization
18. Read andpayattentionto
organizational announcements,
memosandthe like
19. Strongand passionate at work
20. Very energetic at work
Vigor 21. Always feelingexcited
22. longworkingtime
23. Endurance at work
24. Nevergive up
25. Meaningin work Schaufeliet al
26. Enthusiasmat work .(20.06)’
Solichin
Employee Dedication 27. Inspirationatwork (2018),
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Variables Dimensions Item Source
Engagement Kurniawati
28. Proud of work (2014)
29. Challenges at work , Kiransa Putri
30. Comfortatwork etal(2013),
31. Happy with busy work Fauziridwan
Absorption 32. Focuson work (2018).
33. Atmosphere atwork
34. Find it difficult to give up work
Variables Dimensions Item Source
35. Doagood job
Work 36. Feeling satisfied with work
37. Doingwork accordingto my
background
Manager/Supervisor 38. The manager always gives
guidance
39. Good communication between Tania dan
subordinates and superiors Sutanto
Job Promotion 40. Thereis an opportunity for (2013),
Satisfaction promotion Robins
41. Theexistenceof a promotion hasa et al (2011),
positive impact onwork Indrasari
Wages 42. Basic salary isin accordance with (2017:42),
the workload Rohayati
43. | am satisfied with the salaryatthe (2014), Alwan
company
Work colleague 44, Good relationship with co-workers etal(2018).

45. Receive support from co-workers




