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ABSTRACT

This study aims to explore the Environmental Implications of Organization, Organizational Citizenship
Behaviour (OCB), and Organizational Commitment to Employee Performance. The study used a
quantitative approach, the number of samples used in the study as many as 58 employees. The data
collection technique used in this study is in the form of questionnaires. Data analysis techniques used in
this study are structural equation modelling (SEM) based on variance or component-based SEM, famously
called Partial Least Square (PLS). There were 5 relationships examined in the influence of Organizational
Culture on OCB (14,060 > 1,960), The Influence of OCB on Employee Performance (2,213 > 1,960),
Organizational Cultural Influence on Organizational Commitment (12,516 > 1,960), organizational
commitment influence on employee performance (3,783 > 1,960), organizational cultural influence on
employee performance (19,293 > 1,960). All of the relationships studied showed positive and significant
results, according to t-statistics > t-table (1,960). From the results of this study, it can be known that
employee performance can be achieved if the conditions of the employees are in an optimal situation.
Whether the individual condition of the employee itself, relationships with co-workers, the work
environment or relationships between divisions established during the work process.

1. INTRODUCTION

As one of the health care institutions, the hospital becomes a place to get health facilities and
services for people in need. especially in the current pandemic period, the existence of hospitals becomes
an agency that is very calculated its existence (Mosadeghrad et al.,, 2011; Yoon & Lim, 1999). Not only
medical personnel play an important role but non-medical personnel also have their own contributions in
supporting the service process in the hospital (Bauernfeind et al.,, 2021; Lamiani et al., 2021). The focus of
this research was also carried out on non-medical personnel at Buleleng regency hospital. The different
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role between medical personnel and non-medical personnel becomes a very interesting thing to research,
how the role of non-medical personnel in supporting everything related to the technical work of the
hospital. This phenomenon becomes interesting to be studied, therefore the focus of this research was
also carried out on non-medical personnel at Buleleng Regency Hospital. Conduct a review of employee
performance assessed from the perspective of organizational culture, organizational citizenship
behaviour, and organizational commitment.

Being able to work well and make a full contribution to the agency is a very important thing that
must be owned by all hospital employees in carrying out every task and responsibility. But if every
employee is able to contribute more by willing to work not only focus on his duties is more value that can
have a positive impact on the performance of the employee itself. OCB is a positive social behaviour
carried out by employees by contributing to the organization and its work environment that exceeds the
demands of roles or positions in work (Nisa et al., 2018; Rembet et al.,, 2020). This behaviour can be
referred to as extra-role behaviour or good citizens who are social creatures by prioritizing the public
interest over personal interests. Previous research on the effect of organizational citizenship behaviour on
employee performance from the results of his research showed OCB has a positive and significant
influence on employee performance (Chelagat et al., 2015; Lestari & Ghaby, 2018). This makes employees
more reluctant to engage with each other and have discussions before taking a job. Furthermore, another
research entitled role of organizational citizenship behaviour (OCB), perception of justice and job
satisfaction on employee performance, showed the same results OCB positively and significantly affect
employee performance (Hidayah & Harnoto, 2018). The same research was also obtained OCB results had
a positive and significant effect on employee performance (Bustomi et al.,, 2020; Purwanto et al., 2021).

In its realization, the improvement of employee performance is also influenced by other factors
that have implications including organizational culture and organizational commitment (Bustomi et al,,
2020; Kuswati, 2020). All of these variables are interrelated and influential according to the relationships
studied in the study. Organizational commitment becomes a condition used to measure and evaluate the
strength of an employee in surviving and carrying out his duties and obligations in an institution, while
organizational culture is a common perception agreed by all members of the organization. Organizational
culture is concerned with how employees perceive the characteristics of an organization's culture.
Previous studies with the same theme of the influence of organizational culture and organizational
commitment to employee performance (Dewi & Hasniaty, 2017; Lengkong et al., 2018; Muis et al., 2018).
From the results of their research, it can be known that organizational culture and organizational
commitment have a positive and significant influence on employee performance. This shows, through the
application of organizational culture can form the commitment of employees to work to carry out their
duties and responsibilities so that employee performance can be realized. This study aims to explore the
Environmental Implications of Organization, Organizational Citizenship Behaviour (OCB), and
Organizational Commitment to Employee Performance. This study interested in reviewing organizational
cultural relations, organizational citizenship behaviour, and organizational commitment to employee
performance at Buleleng regency hospital. Especially in the current pandemic situation, specifically the
author wants to know how employees still have a commitment to provide health services for the

community.

2. METHODS

The method used in this study is a quantitative method, which describes a causality relationship
between variables (Sugiyono, 2014). This study examined the causal relationship between organizational
culture variables, organizational commitment, organizational citizenship behaviour, and employee
performance at Buleleng regency hospital. In the current pandemic situation, hospitals are required to be
able to continue to provide maximum service to the community through improving employee
performance by paying more attention and adjusting the needs of employees. This research was
conducted at Buleleng Regency Hospital with a focus of research conducted on Non-Medical Employees
both civil servants (PNS) and contracts. Non-Medical Employee Selection is used as a sample to find out
how much contribution employees are involved in the process of surgery in hospitals, especially in the
current pandemic situation. The population in the study was 118 people from 9 subsections, and the
sample used was 58 employees. Questionnaires are used as data collection techniques with a Likert Scale
of 1-5. There will be a reliability test and validity test before the data analysis, the standard for reliability
values is used Cronbach’s Alpha standard (0.60) and validity test by comparing correlation values (r-
calculated) with r-tables.

Data analysis techniques use SEM (Structural Equation Modelling) analysis using the PLS (Partial
Least Square) method (Ghozali, 2014). The stage of data analysis is: The first stage is to evaluate the
measurement model (outer model). Test validity and reliability by performing Convergent Validity,
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Discriminant Validity Composite Reliability, Cronbach's Alpha and AVE. Formative indicators are tested
with weight significance and multicollinearity. The second stage is to evaluate the structural model (inner
model). Evaluation in this model will be seen from the coefficient of determination (R2), predictive
relevance (Q2), goodness of git index (GOF). Hypothesis testing is seen from t-statistical values and
probability values. Hypothesis testing uses statistical values, so for alpha 5% the statistical t value used is
1,960.

3. RESULTS AND DISCUSSIONS

Results

In this study consisted of 2 types of variables including Exogenous Variables and Endogenous
Variables. Exogenous variables include: Organizational Culture consisting of 5 indicators, namely
Innovation and risk-taking (OrCull), Attention to details (OrCul2), People Orientation (OrCul3), Team
Orientation (OrCul4), and Aggressiveness in work (Orcul5). Organizational Commitment consists of 5
indicators: Affective Commitment (OrcCom1), Continuance Commitment (OrCom2), Normative
Commitment (OrCom3), Employee loyalty and concern for the company (OrCom4), and Proudly
Commitment (OrComb5). Organizational Citizenship Behaviour consists of 5 indicators: Altruism (OCB1),
Conscientiousness (OCB2), Sportsmanship (OCB3), Courtesy (OCB4), and Civic Virtue (OCB5).

Assess the Outer Model or Measurement Model

Constructs can be expressed to have high reliability if the composite reliability value is above
0.70, Cronbach’s Alpha value above 0.60, Rho_A above 0.70, and AVE above 0.50 (Ghozali, 2014). Table 1
presented the values Cronbach’s Alpha, Rho_A, Composite Reliability and Average Variance Extracted
(AVE) for all variables.

Table 1. Construct Reliability and Validity

Cronbach's Rho A Composite Average Variance
Alpha - Reliability Extracted (AVE)
Employee Performance 0.932 0.934 0.949 0.788
Orgam.zatlonal Citizenship 0923 0924 0.943 0767
Behaviour
Organizational Commitment 0.912 0.913 0.934 0.740
Organizational Culture 0.922 0.926 0.941 0.761

Based on the table above it can be known that all constructs in this study show composite
reliability values above 0.70 and Cronbach's Alpha values above 0.60. The lowest values for Composite
Reliability and Cronbach's Alpha are in the Construct of Organizational Commitment, with values of 0.913
and 0.912, respectively. It can be concluded that the constructs in this study are reliable. Next to the
Average Variance Extracted (AVE) value all constructs on the waiting model are above 0.5. The lowest
AVE value of 0.740 lies in the Organic Commitment construct, so it can be concluded that the construct in
this study is valid. And for the value of rho_A all constructs are already above 0.70. Measurements for the
magnitude of the correlation between constructs and latent variables can also be seen in the path diagram
in Figure 2. Figure 2 shows all variable indicators have a loading factor value above 0.5, this proves all
variable indicators are valid.

oce1 ocez ocB3 ocBa oces
0.020 0-831 O‘T“ /0902 0.860
ORGANIZATIONAL
OrCull 0.800 CITIZENSHIP 0.290 EP1
L= BEHAVIOR \ ass2
OrCulz .84 1 EPZ2
*—0.867 —oar2— "
OrCul3 44— 0.899 —| 261 j—— 0.909 —p EP3
0.879 - —Jo.911
e
orcula o0.821 o0.853 EP4
e ORGANIZATIONAL  0.735 c.a26 EMPLOYEE Ta
OrCuls ULTU \ / PERFORMANCE Eps
e ?gém ‘rlck§\
OMMITMENT,
/0-391 oo o= 9] 0'848\
OrCom 1 OrCom2 OrCom?2 OrCom4 OrCom5

Figure 2. Algorithm
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Structural Model Testing (Inner Model)

Structural model testing is performed to determine the relationship between latent constructs in
the research model. The inner assessment of the model can be seen from R Square for all dependent latent
variables (Ghozali 2014). Table 2 presents the value of R Square.

Table 2. R-Square Value

R Square R Square Adjusted
Employee Performance 0.835 0.826
Organizational Citizenship Behaviour 0.654 0.648
Organizational Commitment 0.541 0.532

In the value of R Square there is a range of values that are used as a construct assessment of 0.67
(strong), 0.33 (medium) and 0.19 (weak). Based on the table above, there are three constructs contained
in the R-Square value, namely Employee Performance, Organizational Citizenship Behaviour, and
Organizational Commitment. From Table 2 it can be known that the value of r-square Employee
Performance reaches 0.835 or 83.5%, this means that 83.5% employee performance construct can be
explained by the variables OCB, Organizational Culture, and Organizational Commitment only 16.5%
described by other variables. For OCB variables to have an r-square value of 0.654 or 65.4%, this indicates
that 65.4% of OCB constructs can be explained by organizational culture variables and another 34.6% is
explained by other variables. As for the Organizational Commitment construct, the r-square value is 0.541
or 54.1%. This means that 54.1% of organizational commitment constructs can be explained by
organizational culture constructs, 45.9% are influenced by other factors.

Hypothesis Testing
The main basis used to test hypotheses is the value found in the output output for the inner

weight. Table 3, explains the results of hypothesis testing (next page).

Table 3. Result for Inner Weight

Sample  Standard

S;)I:gll:?:)) Mean Deviation Stat;I;tics P Value
P M) (STDEV)

OCB -> Employee Performance 0.290 0.307 0.131 2.213 0.027
Organizational Commitment -> 0.426 0.405 0.113 3.783 0.000
Employee Performance

Organizational Culture -> Employee 0.809 0.811 0.042 19.293 0.000
Performance

Organizational Culture -> OCB 0.809 0.808 0.058 14.060 0.000
Organizational Culture -> 0.735 0.739 0.059 12.516 0.000

Organizational Commitment

Based on Table 3, it can be known that all relationships studied have a positive and significant
influence. The first relationship, OCB has a positive and significant effect on Employee Performance in
accordance with the results shown, namely the parameter coefficient value of 0.290 with a t-statistical
value of 2.213 which is greater than the t-table value of 1,960 (2,213 > 1,960). The relationship between
the two Organizational Commitments had a positive and significant effect with a parameter coefficient
value of 0.426 and a t-statistical value of 3.783 greater than t-table 1,960 (3,783 > 1,960). The third
relationship of Organizational Culture has a positive and significant effect on Employee Performance with
a parameter of value of 0.809 and a t-statistical value of 19,293 greater than t-table 1,960 (19,293 >
1,960). Organizational Culture has a positive and significant effect on the OCB with a parameter coefficient
value of 0.809 and a t-statistic of 14,060 greater than the t-table value of 1,960 (14,060 > 1,960). The fifth
relationship, Organizational Culture has a positive and significant influence on organizational commitment
with a parameter coefficient value of 0.735 and a t-statistical value of 12,516 greater than the t-table value
0f 1,960 (12,516 > 1,960).

Discussions
Influence of Organizational Culture on Employee Performance

Based on the results of the study, Organizational Culture has a positive and significant effect on
Employee Performance in Buleleng Regency Hospital. This shows that the organizational culture applied

[JSSB. P-ISSN: 2614-6533 E-ISSN: 2549-6409



International Journal of Social Science and Business, Vol. 6, No. 1, 2022, pp. 39-46 43

in the hospital has become a complete part with employees. Culture that has become the identity of an
agency indirectly also forms members of its organization also has an organization and contributes it fully
and maximally. So, this situation also makes the employees continue to strive to improve their
performance by providing maximum service to the community.

The results of this study are also supported by research on the influence of Organizational Culture
on Employee Performance where in the results of research it is known that an employee will be able to
continue to improve his performance because he already understands what is the Culture in his agency
(Syurya et al, 2019). This is because employees have strong trust and accept the values of the
organization's goals. The same research results were also found that organizational culture positively and
significantly on employee performance in each agency, namely PDAM Majalengka Office, Dungingi Camat
Office, and Telkom Indonesia University. From the studies they do every employee already has a strong
value to the culture applied in his agency (Dunggio, 2020; Isnada, 2016; Kuswati, 2020; Rohman et al,,
2021). Evident from the strong results of employee performance assessments that have been done on the
understanding of organizational culture owned. So it can be known from the understanding of the value of
a strong organizational culture able to create maximum employee performance, and can make a good
contribution to the organization's goals. So as to be able to realize what has become the vision and mission
of an organization.

The Influence of Organizational Culture on Organizational Citizenship Behavior

From the results of hypothesis testing, it is known that organizational culture has a positive and
significant effect on OCB in Buleleng Regency Hospital. Employee awareness to establish a very good
teamwork relationship is evidenced by the results of considerable significance. Buleleng Regency Hospital
employees, especially non-medical employees, showed seriousness in carrying out their respective duties
and responsibilities. Work closely with the team to support every work program undertaken to achieve
the organization's goals by providing health services to the community. This shows that most employees
are able to put themselves in their respective positions but still engage in other work if colleagues or other
divisions are in need of help. So that all work and responsibilities can be completed properly and
maximally.

The high value shown in the influence of organizational culture on OCB, none other than the good
understanding and application of organizational culture in the Buleleng Regency Hospital. A good
understanding of the cultural values embraced has an impact on OCB employees, without any coercion
from any party, employees will synergize and work together to help each other. Indirectly this condition
fosters the awareness of employees to continue to increase awareness of the work environment. The
results of this study are also supported from the results of previous research with results that promote
positive and significant influence of organizational culture on OCB (Ariani et al.,, 2017; Arumi et al., 2019;
Arundita et al., 2021; Mahardika et al., 2018; Muttaqien, 2021; Puspita & Dewi, 2020; Zahreni et al., 2021).

The Influence of Organizational Culture on Organizational Commitment

Building a commitment is very important in every relationship. So is the relationship that is built
between the workers and their agencies. Work commitment to the organization becomes a reflection of
the actions of employees to still be able to contribute to the maximum through work actions carried out.
As well as in the employees of Buleleng Regency Hospital, the commitment of the organization that is well
formed, able to make a positive contribution to the agency this is the realization of the employee's
understanding of the cultural values embraced. Organizational culture at Buleleng Hospital can be well
understood and has a positive impact on organizational commitment. From the results of data analysis
shows the value of organizational culture has a good influence on organizational commitment. This proves
that the understanding of the cultural values of the organization of Buleleng Regency Hospital employees
is very good so that it has a positive influence on the organization's commitment. Working optimally and
providing excellent service to the community is the main key in the implementation of every task and
responsibility and is a commitment that is firmly held by the employees of Buleleng Regency Hospital. It
can be known that the better the understanding of organizational cultural values, the better the
organizational commitment. The results of this study are also supported by several previous research
(Chanana, 2021; Heriyanti & Zayanti, 2021; Pham Thi et al.,, 2021; Yanto & Jaenab, 2020).

The Impact of Organizational Commitment on Employee Performance

Having human resources that have good performance becomes the goal of every agency. Being
able to improve employee performance through the work process that has been done will be a must in
order to make a positive contribution to the agency. As is the case with employees in Buleleng Regency
Hospital, from the results of data analysis that has been done it can be known that the value of employee
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performance shows good results, especially when influenced by organizational commitment. This is a
condition that is commonly done by employees when carrying out their duties and responsibilities. The
commitment to always be able to provide the best service to the community, especially the patients,
becomes a positive thing that has an impact on the performance of Buleleng Regency Hospital employees.
The strong commitment and high awareness of employees for all their obligations will indirectly shape the
character of employees in order to provide the best for the company by showing maximum performance
results. So that high commitment will make employee performance better. The same results were shown
in research with the results of organizational commitments affecting employee performance (Ginanjar &
Berliana, 2021; Kristian & Ferijani, 2020; Putra et al.,, 2021; Rembet et al., 2020; Safitri et al., 2021).

Effect of Effect of OCB on Employee Performance on Employee Performance

The last relationship examined in the study was the effect of OCB on employee performance. In
this relationship shows the results of OCB positive and significant influence on employee performance. As
discussed in the previous relationship, each variable shows good value and is able to show in the activities
that are commonly carried out by employees in Buleleng Regency Hospital both OCB value and employee
performance. The willingness of employees to be willing to engage with each other in every work activity
carried out fosters a sense of high responsibility and indirectly trains solid teamwork. Because every
employee is concerned about the difficulties felt by his coworkers then willing to help and complete the
task together. This condition then forms concern for each other both individually employees and
relationships between divisions. With the good relationships between divisions, especially employees, this
can have an impact on improving employee performance. So, the better the OCB, the better the
performance of employees in Buleleng Regency Hospital. And here are some studies that show the same
results (Halim & Dewi, 2018; Lestari & Ghaby, 2018; Sari, A. et al., 2021; Suzana, 2017; Yuwanda &
Pratiwi, 2020).

4. CONCLUSION

Employee performance can be achieved if the conditions of the employees are in an optimal
situation. Whether the individual condition of the employee itself, relationships with co-workers, the work
environment or relationships between divisions established during the work process. From this study,
there are also many things that can be seen care and preparedness for every condition that is being faced
in certain situations forms the character of employees to be ready under any circumstances. Working with
a high commitment, understanding of the needs of a good organization, and the application of cultural
values that have become a habit becomes a very important thing to be owned by every employee in
Buleleng Regency Hospital. Being able to make the best contribution to the agency is an obligation that
must be shown by every employee with the aim to continue to be able to improve the performance of
employees who will later have an impact on the progress of an agency. Indirectly, good things that have
been embedded in every employee, can provide a positive vibration for the performance of employees in
particular and the success of the agency in general. Further research is expected to contribute more
related to other variables that can be researched for the development of theory in general and its direct
impact on agencies in particular.

5. REFERENCES

Ariani, A. P., Sintaasih, D. K., & Putra, M. S. (2017). Pengaruh Budaya Organisasi Terhadap Organizational
Citizenship Behavior Dengan Pemediasi Komitmen Afektif Di Sekretariat Kabupaten Badung. E-
Jurnal Ekonomi Dan Bisnis Universitas Udayana, 7, 2665.
https://doi.org/10.24843/eeb.2017.v06.i107.p03.

Arumi, M. S, Aldrin, N., & Murti, T. R. (2019). Effect of Organizational Culture on Organizational Citizenship
Behavior with Organizational Commitment as a Mediator. International Journal of Research in
Business and Social Science (2147-4478), 8(4), 124-132. https://doi.org/10.20525/ijrbs.v8i4.274.

Arundita, A. R, Subiyanto, D., & Kurniawan, I. S. (2021). Pengaruh Budaya Organisasi Terhadap
Organizational Citizenship Behavior Dengan Komitmen Organisasi Sebagai Variabel Mediasi
(Studi Kasus Pada Badan Keuangan Dan Aset Daerah Kabupaten Sleman). Jurnal Fokus Manajemen
Bisnis, 11(1), 1. https://doi.org/10.12928/fokus.v11i1.3194.

Bauernfeind, S., Hitzenbichler, F., Huppertz, G., Zeman, F., Koller, M., Schmidt, B., & Salzberger, B. (2021).
Brief report: Attitudes towards Covid-19 vaccination among hospital employees in a tertiary care
university hospital in Germany in December 2020. Infection, 49(6), 1307-1311.
https://doi.org/10.1007/s15010-021-01622-9.

[JSSB. P-ISSN: 2614-6533 E-ISSN: 2549-6409



International Journal of Social Science and Business, Vol. 6, No. 1, 2022, pp. 39-46 45

Bustomi, A. Sanusi, I, & Herman, H. (2020). Pengaruh Organizational Citizenship Behavior (OCB)
Terhadap Kinerja Pegawai Kementerian Agama Kota Bandung. Tadbir: Jurnal Manajemen Dakwah,
5(1), 1-16. https://doi.org/10.15575 /tadbir.v5i1.2002.

Chanana, N. (2021). The impact of COVID-19 pandemic on employees organizational commitment and job
satisfaction in reference to gender differences. journal of Public Affairs, 21(4), 148-157.
https://doi.org/10.1002/pa.2695.

Chelagat, L. ], Chepkwony, P. K., & Kemboi, A. (2015). Effect of Organizational Citizenship Behavior on
Employee Performance in Banking Sector, Nairobi County, Kenya. International journal of
Business, Humanities and Technology, 5(4), 55-61.
http://www.ijbhtnet.com/journals/Vol_5_No_4_August_2015/7.pdf.

Dewi, A. R. S, & Hasniaty, S. E. (2017). Pengaruh Gaya Kepemimpinan, Budaya Organisasi dan Komitmen
Organisasi Terhadap Kinerja Pegawai Dinas Pertanian Kabupaten Mamuju. JBMI (Jurnal Bisnis,
Manajemen, Dan Informatika), 14(2), 1-11. https://doi.org/10.26487 /jbmi.v14i2.2409.

Dunggio, S. (2020). Pengaruh Budaya Organisasi Terhadap Kinerja Pegawai Di Kantor Camat Dungingi
Kota Gorontalo. Publik: Jurnal Manajemen Sumber Daya Manusia, Administrasi Dan Pelayanan
Publik, 7(1), 1-9. https://doi.org/10.37606 /publik.v7i1.114.

Ghozali, 1. (2014). Structural Equation Modeling, Metode Alternatif dengan Partial Least Square (PLS).
Badan Penerbit Universitas Diponegoro.

Ginanjar, H., & Berliana, B. (2021). Pengaruh Komitmen Organisasi Terhadap Kinerja Karyawan Pada PT.
Sinar Citra Abadi Di Jakarta. Jurnal Ekonomi Efektif, 3(4), 430.
https://doi.org/10.32493/jee.v3i4.11278.

Halim, A. N., & Dewi, B. M. (2018). Analisa Pengaruh Organizational Citizenship Behavior Terhadap Kinerja
Karyawan Hotel Bintang 3 Di Surabaya. Jurnal Hospitality Dan Manajemen jasa, 6(2), 183-193.
http://publication.petra.ac.id/index.php/manajemen-perhotelan/article/view/7472.

Heriyanti, S. S., & Zayanti, R. (2021). Pengaruh Budaya Organisasi Terhadap Komitmen Organisasi yang di
Mediasi Kepuasan Kerja. Jesya (Jurnal Ekonomi Dan Ekonomi Syariah), 4(1), 267-277.
https://doi.org/10.36778/jesya.v4i1.319.

Hidayah, S., & Harnoto, H. (2018). Role of Organizational Citizenship Behavior (OCB), Perception of Justice
and Job Satisfaction on Employee Performance. jurnal Dinamika Manajemen, 9(2), 170-178.
https://doi.org/10.15294/jdm.v9i2.14191.

Isnada, 1. (2016). Pengaruh Budaya Organisasi terhadap Kinerja Pegawai pada Sekretariat Daerah
Kabupaten Dairi Sumatera Utara. Katalogis, 4(2), 62-75.
http://jurnal.untad.ac.id /jurnal /index.php/Katalogis/article /view/6534.

Kristian, B., & Ferijani, A. (2020). The effect of job satisfaction and organizational commitment on
employee performance with ocb as the intervening variables (a case study on PT. Ulam Tiba
Halim Distributor Company). Journal of Management and Business Environment (JMBE), 2(1), 1-
21. http://journal.unika.ac.id/index.php/JMBE/article/download /2464 /pdf.

Kuswati, Y. (2020). The Influence of Organizational Culture on Employee Performance. Budapest
International Research and Critics Institute (BIRCI-Journal) : Humanities and Social Sciences, 3(1),
296-302. https://doi.org/10.33258/birci.v3i1.761.

Lamiani, G., Borghi, L., Poli, S., Razzini, K., Colosio, C., & Vegni, E. (2021). Hospital employees’ well-being six
months after the COVID-19 outbreak: Results from a psychological screening program in Italy.
International Journal of Environmental Research and Public Health, 18(11), 5649.
https://www.mdpi.com/1660-4601/18/11/5649.

Lengkong, M. B. R, Lengkong, V. P. K, & Saerang, R. T. (2018). Pengaruh Komitmen Organisasi Dan Budaya
Organisasi Terhadap Kinerja Pegawai Di Bkdpsda Di Kabupaten Halmahera Utara. Jurnal EMBA:
Jurnal  Riset  Ekonomi, = Manajemen, Bisnis Dan  Akuntansi, 6(4), 1968-1977.
https://doi.org/10.35794 /emba.v6i4.20918.

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

Mahardika, B. P.,, Wibawa, I. N., & Artha, I. M. (2018). Pengaruh Budaya Organisasi Kepuasan Kerja Dan
Komitmen Organisasional Terhadap Organizational Citizenship Behavior Pada Karyawan. E-Jurnal
Manajemen Universitas Udayana, 8(1), 380. https://doi.org/10.24843 /ejmunud.2019.v08.i01.p14.

Mosadeghrad, A. M, Ferlie, E., & Rosenberg, D. (2011). A study of relationship between job stress, quality
of working life and turnover intention among hospital employees. Health Services Management
Research, 24(4), 170-181. https://doi.org/10.1258 /hsmr.2011.011009.

Muis, M. R, Jufrizen, ], & Fahmi, M. (2018). Pengaruh Budaya Organisasi Dan Komitmen Organisasi
Terhadap Kinerja Karyawan. Jesya (Jurnal Ekonomi & Ekonomi Syariah), 1(1), 9-25.

Luh Kartika Ningsih / Improving the Performance of Hospital Employees Reviewed from the Perspective of Organizational Culture,
Organizational Citizenship Behavior, and Organizational Commitment



International Journal of Social Science and Business, Vol. 6, No. 1, 2022, pp. 39-46 46

https://doi.org/10.36778/jesya.v1il.7.

Muttaqgien, F. (2021). Organizational Culture, Discipline and Work Motivation to Organizational
Citizenship Behavior (OCB) Employees. jurnal Terapan Manajemen Dan Bisnis, 7(1), 24-42.
http://repository.itbwigalumajang.ac.id/id/eprint/1029.

Nisa, D. K,, Santoso, B., & Azhad, M. N. (2018). Pengaruh Budaya Organisasi dan Organizational Citizenship
Behavior (OCB) terhadap Kinerja Pegawai Rumah Sakit Tk. III Baladhika Husada Jember.
International Journal of Social Science and Business, 2(3), 108.
https://doi.org/10.23887/ijssb.v2i3.16219.

Pham Thi, T.,, Ngo, A, Duong, N., & Pham, V. (2021). The Influence of Organizational Culture on Employees’
Satisfaction and Commitment in SMEs: A Case Study in Vietnam. The Journal of Asian Finance,
Economics and Business, 8(5), 1031-1038. https://doi.org/10.13106/jafeb.2021.vol8.n05.1031.

Purwanto, A., Purba, J. T., Bernarto, 1., & Sijabat, R. (2021). Peran Organizational Citizenship Behavior
(OCB), Transformational and Digital Leadership Terhadap Kinerja Melalui Mediasi Komitmen
Organisasi Pada Family Business. JENIUS (Jurnal IImiah Manajemen Sumber Daya Manusia), 4(3),
256-272. http://openjournal.unpam.ac.id/index.php/JJSDM/article/view/10454.

Puspita, N. P. E. G, & Dewi, A. S. K. (2020). The effect of transformational leadership, organizational
culture, and motivation on organizational citizenship behavior. American Journal of Humanities
and Social Sciences Research, 4(3), 433-439. http://www.ajhssr.com/wp-
content/uploads/2020/03/Z7ZC2043433439.pdf.

Putra, F. I. F. S, Ingsih, K., & Saputra, R. M. (2021). Analysis of Organizational Commitment and Employee
Performance PT. Hwa Seung. Jurnal I[Imiah MEA (Manajemen, Ekonomi, & Akuntansi), 5(2), 704-
718. https://doi.org/10.31955/mea.vol5.iss2.pp704-718.

Rembet, G. A, Firdiansjah, A, & Sutriswanto. (2020). The Effect of Organizational Commitment and
Employee Engagementtowards Employee Performance through Organization Citizenship
Behaviors. International Journal of Advances in Scientific Research and Engineering, 06(09), 07-13.
https://doi.org/10.31695 /ijasre.2020.33869.

Rohman, A. F, Indiyati, D., & Ghina, A. (2021). The Influence of Organizational Culture and Employee
Engagement on Employees Performance at Telkom University, Indonesia. International Journal of
Science and Society, 3(1), 75-88.
http://ijsoc.goacademica.com/index.php/ijsoc/article /view/268.

Safitri, I. D., Hidayati, N., & Millaningtyas, R. (2021). Komitmen Organisasional Dan Kepuasan Kerja
Dampaknya Terhadap Kinerja Karyawan Di Dinas Kependudukan Dan Pencatatan Sipil Kota
Malang. Jurnal IImiah Riset Manajemen, 10(4), 1-10.
http://riset.unisma.ac.id/index.php/jrm/article /view/13003.

Sari, A., Djaelani, A. K., & Farida, E. (2021). Pengaruh Beban Kerja, Human Relationship, dan Organizational
Citizenship Behavior (OCB) Terhadap Kinerja Pegawai (Pada Pegawai Negeri Sipil BKPSDM
Kabupaten  Tulungagung). Jurnal Ilmiah  Riset = Manajemen, 10(7), 218-230.
http://www.riset.unisma.ac.id/index.php/jrm/article /view/10398.

Sugiyono. (2014). Metode Penelitian Pendidikan (Pendekatan Kuantitatif, Kualitatif dan R&D). Alfabeta.

Suzana, A. (2017). Pengaruh Organizational Citizenship Behavior (OCB) terhadap kinerja karyawan (studi
di: PT. Taspen (Persero) kantor cabang Cirebon). LOGIKA Jurnal IImiah Lemlit Unswagati Cirebon,
19(1), 42-50. http://jurnal.ugj.ac.id/index.php/logika/article /view/575.

Syurya, S., Kamase, ]., & Alam, R. (2019). Pengaruh Kepemimpinan, Budaya Organisasi dan Motivasi Kerja
Terhadap Kinerja Pegawai Sekretariat DPRD Kota Pare-Pare. YUME: Journal of Management, 2(3),
175-188. https://journal.stieamkop.ac.id/index.php/yume/article /view/920.

Yanto, A. T., & Jaenab, ]. (2020). Pengaruh budaya organisasi terhadap komitmen organisasi pada pegawai
kantor camat. JIM UPB (Jurnal llmiah Manajemen Universitas Putera Batam), 8(2), 110-114.
https://mail.pbtv.co.id /index.php/jim/article /view/1892.

Yoon, J., & Lim, J. C. (1999). Organizational support in the workplace: The case of Korean hospital
employees. Human Relations, 52(7), 923-945. https://doi.org/10.1023/A:1016923306099.

Yuwanda, & Pratiwi. (2020). Effect of Organizational Citizenship Behavior and Compensation Toward
Employee Performance At Pt. Semen Padang With Overload Work As the Mediating Variable.
Procuratio: Jurnal IImiah Manajemen, 8(1), 53-62.
http://www.ejournal.pelitaindonesia.ac.id/0js32/index.php/PROCURATIO/article /view/589.

Zahreni, S., Simarmata, R., & Nainggolan, Y. (2021). Pengaruh Budaya Organisasi terhadap Keterikatan
Kerja dan Organizational Citizenship Behavior (OCB). Analitika: Jurnal Magister Psikologi UMA,
13(1), 34-43. http://ojs.uma.ac.id/index.php/analitika/article /view/4683.

[JSSB. P-ISSN: 2614-6533 E-ISSN: 2549-6409



