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Abstract: This study aimed to know the influence of organizational
commitmentandorganizational cultureon employees’ performance through
organizational citizenship behavior (OCB)as mediating
variable.Thisstudyisquantitativeresearch. Data were collected by using
simple random sampling via electronic to the employees’ population in
Indonesia pulp & paper industry. The number of returned and valid
questionnaires was 569. Data were processed by using SEM with
SmartPLS 3.0. The results of the study concluded that organizational
commitmentandorganizational culture had positive and significant
influence on employees’performance, both directly and indirectly through
a mediating effect of organizational citizenship behavior (OCB). This study
proposed a model for improving performance of employees in Indonesian
pulp & paper industry by organizational commitmentandorganizational
culturethroughorganizational citizenship behavior (OCB) as a mediator.
This study can open the way to improve employee readiness in facing
industrial revolution 4.0 era.

Keywords:Employees’  performance,  organizational  citizenship
behavior(OCB), organizational commitment, organizational culture.

I. INTRODUCTION

improve performance there are many factors

The current era of globalization requires
companies to increase work productivity.
Productivity has an impact on other activities.
Productivity can increase job satisfaction,
encourage job  simplification, increase
integration, and work specialization. Increased
productivity, in addition to providing job
satisfaction to individual workers or groups,
also encourages them to improve their
performance even better (Wibowo, 2014). To
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that can affect performance, including human
resource management.

Human resource management plays an
important role in the process of
organizational growth. Rivai & Sagala (2009)
explained that human resource management
has the main task of managing people as
effectively as possible and has functions such
as planning (planning), organizing, directing
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and controlling. With the functions carried
out by human resource management, it is
expected to create good employee
performance, especially to form an ideal
work culture and have a positive effect on a
good work climate in the organization. A
good organization cannot be separated from a
good work culture. A good work culture
serves as the company's internal integration
in order to get high productivity. Sobirin
(2007) said that successful companies turned
out to have a strong culture. With this strong
organizational culture the company can
improve its performance.

According Sobirin (2009) culture is a
basic assumption pattern shared by a group
of people after they have previously studied
and believed the truth of assumption pattern
as a way to resolve various issues related to
external adaptation and internal integration,
so the basic assumption pattern needs taught
to new members as the correct way to
perceive, think and express their feelings in
relation to organizational problems. From
this definition it can be seen that a strong
organizational culture is a culture that can
streng then internal company and can adapt
well to surrounding environment. According
to Sobirin (2009) a strong organizational
culture does not always have a positive effect
on the company. But a successful company is
not just having a strong culture but a strong
culture must be compatible with the
environment. This strong culture can only
produce short-term performance.

Organizational culture is not the only
factor that can affect employee performance
improvement. So it needs moderating
variables to clarify the extent of contribution
organizational culture to improving employee
performance. Robbins (in Sobirin 2009) said
that the relationship between culture and
company performance is modest (not too
strong) so it needs moderating variables to
clarify the extent of  contribution
organizational culture  to company
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performance. Culture as an organizational
software must be compatible with its
hardware, for example culture must be
compatible with management strategies. The
need for compatibility and influence of
moderating variables shows that
organizational culture cannot stand alone,
which must be supported by other variables
(Sobirin  2009). However, in this study,
researchers used an intervening variable,
Organizational Citizenship Behavior (OCB)
to determine the extent of organizational
commitment and organizational culture to
enable OCB to improve employees
performance of Indonesian pulp & paper
industry. Mediation variable Organizational
Citizenship Behavior (OCB) in this study is
an indirect effect that is expected to have a
more significant influence on employee
performance compared to its direct influence,
organizational commitment and
organizational  culture on  employee
performance.

According to  Fitriastuti  (2013)
organizational commitment has a significant
positive effect on employee work. This
research suggests that employees with high
commitment will be loyal and willing to do
whatever is needed by the organization where
they work and will maintain their
participation in organizational activities. The
study also found that Organizational
Citizenship Behavior (OCB) had a significant
positive effect on employee performance.
Another study conducted by Rini et al (2013)
found that organizational culture had a
positive and  significant  effect on
Organizational Citizenship Behavior (OCB).
While research conducted by Ristiana (2013)
found that organizational commitment had a
positive and  significant  effect on
Organizational Citizenship Behavior (OCB).

1. LITERATURE REVIEW

Organizational Commitment
According to Meyer, Allen& Smith (1993),
organizational commitment is a situation
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where an employee has a dedicated work,
which makes the employee have desire to give
more power and responsibility to support the
welfare and success of the organization where
he works. Luthans (2005) defines commitment
as the first strong desire to remain as a
member of a particular organization; secondly
the desire to strive according to the wishes of
the organization; and thirdly certain beliefs,
and acceptance of organizational values and
goals. According to Luthans the attitude of
organizational commitment is determined
according to variables of people (age, position
in the organization, and dispositions such as
positive or negative effectiveness, attribution
of internal or external control) and
organization (job design, values, support, and
supervisory leadership style). Even non-
organizational factors, such as the existence of
alternatives after deciding to join the
organization, will influence subsequent
commitments. Indicators of organizational
commitment Meyer, Allen& Smith (1993) are
three dimensions as follows: first, affective
commitment, i.e. Proud as a member of the
organization, Maintaining the good name of
the organization, Caring for the fate of the
organization, emotionally bound. Secondly,
continuance commitment ) that is working on
a whim and encouragement from oneself,
Institutions are able to meet the monthly needs
of employees, Requires personal sacrifice,
Difficult to leave the organization. Third,
normative commitment (normative
commitment), namely: Work according to
hours that have been determined based on
applicable regulations, Dare to take risks,
Work in accordance with expertise.

Organizational Culture

According to Sobirin (2009) In general, the
concept of organizational culture is divided
into two, namely: First, ideationalschool and
second, adaptionist school. Then the combined
definition of the two schools is the realist
school. Ideational schools look more at the
culture of an organization than what is shared
(understood, imbued and embraced by theorist
organizations that use an anthropological
approach as its basis. Adaptationist schools see
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culture from what can be observed both from
organizational buildings such as architecture /
physical building layout an organization or
from the people involved in it such as their
behavior patterns and ways of communicating,
while  realist schools  recognize that
organizational culture is a complex thing that
cannot be understood only from the behavior
patterns of their people but also the source of
that behavior.

Luthans (2006) defines recognizing the
importance of same norms and values that
guide the behavior of organizational
members. There is research that says that
newcomers not only need to be taught
cultural values, but they also need to find and
study organizational culture. Indicators from
Luthans (2005) that can be used in assessing
organizational culture in this organization
are: Observed behavioral rules namely (there
is a sense of pleasure following the
instructions activities of superiors, employees
respect each other, there is a close sense of
kinship between employees, the presence a
sense  of similarity unity  between
employees), norms (discipline at work,
honesty at work, professional at work),
dominant  values  (prioritizing  good
performance, synergy with superiors to
achieve company goals, synergy with fellow
employees to achieve company goals, good
corporate governance ), philosophy (creating
a sense of security for employees, proud to
be part of the company, having a sense of
pleasure at work), rules (comply with rules
set for employees, always trying to learn
techniques and work procedures are always
ready to correct any mistakes, organizational
climate, comfort when working, the mutual
attitude open with fellow employees, feelings
of mutual trust between employees).

Organizational  Citizenship  Behavior
(OCB)

Luthans  (2005) defines  Organizational
Citizenship Behavior (OCB) as "individual
behavior that is free to choose, is not regulated
directly or explicitly by the formal reward
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system, and gradually promotes effective
organizational functions.” This personality
base for Organizational Citizenship Behavior
(OCB) reflects the trait / traitpredis of
employee positions that are cooperative,
helpful, caring, and serious. Attitude basis
indicates that employees are involved in
Organizational Citizenship Behavior (OCB) to
reciprocate organizational actions. However,
what is more important for Organizational
Citizenship Behavior (OCB) is that employees
must feel that they are treated fairly, that
procedures and results are fair. Besides the
extra role or outside the "call of duty" another
main dimension is that Organizational
Citizenship Behavior (OCB) is free to choose
and that Organizational Citizenship Behavior
(OCB) does not need to be regulated by a
formal organizational reward system.

Organ, Podsakoff, & MacKenzie (2005)
define Organizational Citizenship Behavior
(OCB) "as individual discretionary behavior
that does not directly or explicitly exist in
formal reward systems, and as a whole
enhances organizational functions efficiently
and effectively”. Organ, Podsakoff, &
MacKenzie (2005)who built a framework
based on Organ (1988) identified five main
categories of Organizational Citizenship
Behavior (OCB) consisting of: Altruism
(concerned with others), namely: Willing to
help others who are absent / on leave / not
entering / resting work, Willing to help others
who have heavy workloads, Willing to help
give orientation to new people even if they
are not needed, Willing to help others who
have work problems, Always ready to help
others around them. Conscientiousness
(prudence) that is Present at work earlier than
the rules that have been set, Do not use time
off for nothing, Comply with company rules
and regulations even though no one is
watching, Become one of the most careful
employees, You are sure that you will give a
proper business day for proper payment.
Sportsmanship (positive attitude) that uses a
lot of time not to complain about things that
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are trivial, Always think positively of every
mistake, Tend to make the environment
better, Always critical of the organization,
Trying to provide input to the company.
Courtesy (honor) namely: Taking steps to
prevent problems with other employees,
Being aware of how my behavior can affect
the work of others, Not abusing or exercising
the rights of others, Trying to avoid problems
with coworkers, Noting the impact of my
own actions on other colleagues. Civic Virtue
(member virtue) namely; Attend meetings
that are not mandatory, but are considered
important, attend activities that can help the
company's image, follow changes in the
organization, read and follow
announcements, organizational memos, etc.

Employee performance

According to Bernardin & Russel (2003)
performance is a record of the results obtained
from certain job functions or activities during
a certain period of time. A person's
performance can be measured based on 6
criteria produced from the work in question.
Kasmir (2016) simply defines performance as
a result of work and work behavior that has
been achieved in completing tasks and
responsibilities given within a certain period.
A person's performance can be measured
based on 6 criteria produced from the work in
question. The indicators of Bernardin &
Russel (2003), states there are 6 basic criteria
or dimensions to measure performance,
namely: Quality of work (Working as much as
possible in accordance with the capabilities
possessed, Doing everything well). Quantity
(Working in accordance with procedures and
targets set by the company). Timeliness (Able
to complete work faster than the set time).
Cost effectiveness (Work puts forward cost
efficiency). Need for supervision (Able to
work without needing supervision assistance,
Work in compliance with the rules set by the
company, Work with full responsibility,
Willing to be criticized and correct any
mistakes.

Relationship of Organizational
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Commitment with
Citizenship Behavior (OCB).
Research conducted by Ristiana (2013) found
that the average respondent had high scores on
organizational commitment and organizational
Citizenship Behavior (OCB). Confirmantory
Factor Analysis (CFA) test results on
organizational commitment variables, it is
known that organizational commitment
variables whose indicators of pride become
part of the Bhayangkara Hospital organization,
have the highest contribution. While the
Confirmantory Factor Analysis (CFA) test on
the Organizational Citizenship  Behavior
(OCB) variable knows that the indicator about
paying attention to every announcement from
the organization, has the highest contribution
among other items. This research also studies
the Effect of Organizational Citizenship
Behavior (OCB) on Performance. Based on
the results of descriptive analysis, the average
respondent highly valued the Organizational
Citizenship Behavior (OCB) variable and the
employee performance variable. The results of
Confirmantory Factor Analysis (CFA) variable
of Organizational Citizenship  Behavior
(OCB), the indicator of which is to pay
attention to every announcement from the
organization, have the highest contribution
among the indicators of Organizational
Citizenship Behavior (OCB). While the
Confirmantory Factor Analysis (CFA) test
results of employee performance variables, the
indicator that is trying to complete the task
given on time is the highest influence. This
study supported by Rita et al (2018),
Jehanzeb&Mohanty (2019), Indarti et al
(2017).

Research conducted by Zyas-Ortiz et al
(2015) presents the relationship between
gender, age, place and seniority demographic
variables in organizations and behavioral
demonstrations in Organizational Citizenship
Behavior (OCB) and their dimensions. This
study compared the mean value of
Organizational Citizenship Behavior (OCB)
and its dimensions with gender variables,
found no statistically significant differences
in all comparisons. Then there was also no

Organizational

Published by: The Mattingley Publishing Co., Inc

March-April 2020
ISSN: 0193-4120 Page No. 18277 - 18294

statistically significant difference in all
comparisons. Whereas based on seniority in
the years the employee was in organization
there was no significance level of behavior
(OCB) found in the company. Research
conducted by Mesbahi (2017) to determine
the formation of Organizational Citizenship
Behavior (OCB) behavior based on service
motivation, social capital and organizational
commitment. From this study it was found
that the results showed that there was a
significant positive relationship between
service-oriented motivation and
organizational commitment, organizational
citizenship behavior and social capital. This
study is in line with the conclusions of
Devece, Palacios-Marqués, D.
&PilarAlguacil (2016).

H1: There is a significant positive effect on
organizational commitment  to
organizational citizenship behavior
(OCB)

Relationship  between  Organizational
Culture and Organizational Citizenship
Behavior (OCB)

Research conducted by Arumi, Aldrin&Murti
(2019), Pham et al (2018), Yaseen et al. (2015)
analyzing the relationship between
Organizational Culture and Organizational
Citizenship Behavior (OCB) shows that there
is a positive relationship between these
constructs. The results of this study are that
Organizational Citizenship Behavior (OCB)
depends on how the organization establishes
and communicates cultural meaning and
equality to its employees.Research conducted
by Teh et al (2012) revealed that
"appreciation" is a dimension in organizational
culture that has a significant influence on
citizenship behavior (OCB) of academic staff,
and shows that academic staff's willingness to
go the extra mile (citizenship behavior) can be
influenced by processes Performance appraisal
and organizational culture. This study has
implications for human resource practitioners,
where personnel involved in the assessment of
academic staff must be trained to align and
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connect the organization's vision, values and
goals with  the assessment  process.
Management of higher education
organizations must carefully maintain positive
relationships ~ with  academic  staff, so
employees are more likely to exhibit positive
Organizational Citizenship Behavior (OCB).

H2: There is a significant positive effect on

organizational culture on
Organizational Citizenship Behavior
(OCB)

Relationship of Organizational

Commitment to Employee Performance

Research conducted by Fitirastuti (2013)
found that employees who have high
organizational commitment in this study,
means that employees will have full
responsibility for their work and can perform
their work functions without asking for help
from others. These feelings influence
employees to try continue to improve their
performance with the aim of organizational
progress. The results of this study have
consistency to strengthen the justification of
previous research which explains that
organizational commitment variables have a
positive effect on employee performance
(Hakim &Fernandes, 2017).Research
conducted by Ristiana (2013) found that the
results of the Confirmantory Factor Analysis
(CFA) test of organizational commitment
variables had the highest contribution to the
performance of its employees among other
items. While employee performance variables
with indicators about trying to complete a task
given on time is the highest which has an
influence on the performance of employees.

Research conducted by Asbari, Santoso
& Purwanto (2019) proves that organizational
commitment variables significantly influence
employee performance. This means that if the
organizational commitment variable changes
(increases) more  positively, employee
performance will also increase more
positively. This study is in line with the
conclusions of Santoso, Purwanto & Asbari
(2019), Puwanto et al (2019), Purwanto et al
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(2020), Asbari et al (2019), Asbari (2019),
Asbari et al (2020), Soomro& Shah (2019),
Devece, Palacios-Marqués, D. &PilarAlguacil
(2016).

H3: There is a significant positive effect on
organizational commitment to
employee performance

Relationship ~ between  Organizational
Culture and Employee Performance.
Research conducted by Asbari, Santoso &

Purwanto (2019), Joushan et al (2015) found
that organizational culture on performance
has a wvery strong culture because its
employees not only make organizational
culture a slogan, but are understood, lived,
obeyed and expressed in behavior daily. The
implementation of organizational culture
such as employees want to continue to
improve their competence, try to act
innovative, communicate without being
limited by hierarchy, there is an interest in
expressing criticism and suggestions and feel
to be one with the company. Research
conducted by Prameswari (2020), Soomro&
Shah (2019), Devece, Palacios-
Marqués&PilarAlguacil (2016) found that
organizational culture has a significant effect
on employee performance.

H4:There is a significant positive influence
on organizational culture on employee
performance

Relationship of Organizational
Citizenship  Behavior (OCB)  with
Employee Performance

Research conducted by Ebrahimzadeh &
Gholami (2015) found that organizational
commitment, organizational identity of the
International Citizenship Behavior (OCB) had
a positive and direct effect on employee
performance. Also the emergence of
Organizational Citizenship Behavior (OCB)
and can reduce the severity effect of identity
and organizational commitment on employee
performance. Organizations can improve
employee performance and show the positive
effects of organizational commitment and
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identity and
Behavior (OCB).

Research conducted by Fitirastuti (2013) with
the title influence of emotional intelligence,
organizational commitment and
Organizational Citizenship Behavior (OCB)
on employee performance, with indicators of
Organizational Citizenship Behavior (OCB)
according to Podsakof et al. (1998) namely
conscientiousness,  altruism,  civicvirtue,
sportsmanship, and courtesy. Found that
Organizational Citizenship Behavior (OCB)
had a significant positive effect on employee
performance.This study supported by Hakim
&Fernandes (2017), Basu, Pradhan&Tewari
(2017), Devece, Palacios-
Marqués&PilarAlguacil (2016).

organizational  Citizenship

H5:There is a significant positive effect of
Organizational Citizenship Behavior
(OCB) on employee performance

Relationship  between  Organizational
Commitment and Employee
PerformancethroughOrganizational
Citizenship Behavior

Thestudy conducted by Harwiki (2013)
whotested the influence of servant leadership
to organization culture, organizational
commitment,  Organizational  Citizenship
Behavior (OCB) and employee
performance.The result of this study was there
is not significance relation  between
organizational commitment, organizational
citizenship behavior (OCB) and employee
performance. Meanwhile, the research result
of Purnama (2013) showed organizational
commitment and organizational citizenship
behavior (OCB) effect on organizational
performance. This study supported by Hakim
&Fernandes (2017).

H6:There is a significant relation between
organizational commitment and
employee
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performancethroughorganizational
citizenship behavior.

Relationship  between  Organizational
Culture and Employee Performance
through Organizational Citizenship
Behavior
Thestudy

conductedbyHarwiki(2013)whotestedthe
influence of servant leadership to organization
culture, organizational commitment,
organizational citizenship behavior (OCB) and
employee performance. Theresultof
thisstudywasthereispositivesignificancerelatio
nbetweenorganizational culture,
Organizational Citizenship Behavior (OCB)
and employee performance. The result of that
study supported by Purnama (2013) showed
organizational culture, job
satisfaction,organizational commitment and
organizational citizenship behavior (OCB
affects organizational performance.

H7:There is a significant relation between

organizational culture
andemployeeperformance
throughorganizational citizenship

behavior.

—
——
—

Figurel:Research Model
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I1l. RESEARCH METHODOLOGY

Operational Definitions of Variables and
Indicators
This study used quantitative methods. Data were

collected by distributing questionnaires to all
employees in companies. This study used 3
items to measure organizational commitment by
Meyer & Allen (1997)and used 6 items to
measure organizational culture by Lutahns
(2005). Organizational citizenship behavior by
Organ, Podsakoff&MacKenzie (2005) was
measured by wusing 5 items. Employee
performance by Bernardin&Russel (1993) was
measured by using 6 items. This study uses
close-ended  questionnaires  except  for
questions/statements about the identity of
respondents in the form of semi-open
questionnaires. Each closed question/statement
item has five answer options, namely: strongly
agree (SS) with a score of 5, agree (S) with a
score of 4, fairly disagree (KS) with a score of 3,
disagree (TS) with a score of 2, and strongly
disagree (STS) with a score of 1. Data were
processed by using the PLS method with
SmartPLS version 3.0 software.

Population and Sample

The population in this study were pulp &
paper employees in Indonesia which numbers
were not identified. The questionnaire was
distributed electronically with a simple
random sampling technique. The number of
returned questionnaires was 591 and valid
guestionnaires was 569. So, 96.28%
questionnaires were valid from the number of
guestionnaires collected.

IV. RESULTS AND DISCUSSION
Sample Description

Table 1. Sample Descriptive Information

Criteria Amount %

Age (per < 30 237 41.61%

March years old

2020) 30 - 40 222 39.08%
years old
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> 40 110 19.31%
years old
Working < 5years 26 4.50%
period as old
2 5-10 406 71.30%
permanent
years old
employee
> 10 137 24.08%
years old
Last Bachelor 73 12.75%
formal degree
education
Senior 385 67.70%
High
School /
Equal
< Junior 111 19.55%
High
Company

Test Results Validity and Reliability of
Research Indicators

Measurement  model  tests  include
convergent validity, discriminant validity, and
composite reliability tests. The results of PLS
analysis can be used to test the hypothesis if
all indicators in PLS model meet the
requirements  of  convergent  validity,
discriminant validity, and reliability tests.

Convergent Validity Testing

Convergent validity test is performed by
looking at the loading factor value of each
indicator to the construct. For most references,
a loading factor of 0.5 or more is considered to
have validation that is strong enough to
explain latent constructs (Chin, 1998; Hair et
al, 2010; Ghozali, 2014). In this study, the
minimum acceptable loading factor is 0.5,
with the condition that AVE value for each
construct is> 0.5 (Ghozali, 2014).
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construct. The AVE value for each construct
was already above 0.5. So the convergent
validity of this study met the requirements.
The value of items loadings, Cronbach's alpha,
composite reliability and AVE of each

Figure 2. Valid Model Estimation .
construct can be seen in Table 2:

Table 2. Items Loadings, Cronbach’s Alpha, Composite Reliability, and Average Variance
Extracted (AVE)

Variables Items  Loadings CmA';gﬁ;hs gglr?a%?lsils AVE
Organizational X1.1 0.778 0.721 0.841 0.639
Commitment X1.2 0.815
(X1) X1.3 0.841
Organizational X2.1 0.756 0.848 0.872 0.534
Culture X2.2 0.783
(X2) X2.3 0.746

X2.4 0.671

X2.5 0.736

X2.6 0.703
Organizational Z1 0.811 0.899 0.925 0.712
Citizenship Behavior ~ Z2 0.864
2) Z3 0.850

Z4 0.817

Z5 0.840
Employees’ Y1 0.798 0.905 0.927 0.680
Performance Y2 0.810
(Y) Y3 0.852

Y4 0.790

Y5 0.827

Y6 0.785

Discriminant Validity Testing diagonal) exceeds the correlation between the

A discriminant validity test is carried out to construct and other constructs (values below

ensure that each concept of each latent
variable is different from the other latent
variables. The model has good discriminant
validity if the AVE squared value of each
exogenous construct (the value on the

Published by: The Mattingley Publishing Co., Inc.

the diagonal) (Ghozali, 2014). The results of
discriminant validity test by using AVE
squared values or by looking at the Fornell-
Larcker Criterion Value can be seen in Table 3
and Table 4:
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Y2 0.476 0.435 0.810 0.464
Y3 0.488 0.422 0.852 0.473
X1 X2 Y Z
Y4 0.476 0.427 0.790 0.461
X1.1 0.778 0.479 0.418 0.406
Y5 0.478 0.405 0.827 0.484
X1.2 0.815 0.432 0.443 0.390
Y6 0.427 0.365 0.785 0.452
X1.3 0.841 0.604 0.546 0.501
Z1 0.420 0.349 0.494 0.811
X2.1 0.367 0.756  0.298 0.243
Z2 0.464 0.363 0.520 0.864
X222 0431 0.783 0.353 0.314
Z3 0.391 0.320 0.481 0.850
X2.3 0.390 0.746 0.334 0.257
Z4 0.477 0.397 0.481 0.817
X2.4 0.337 0.671 0.181 0.099
Z5 0.490 0.418 0.486 0.840
X2.5 0.403 0.736  0.336 0.305
X2.6 0.652 0.703 0.526 0.493
Y1 0.491 0.410 0.798 0.503
Table 4.Discriminant Validity
Variables X1 X2 Y Z
X1 0.799
X2 0.625 0.731
Y 0.530 0.455 0.825
Z 0.526 0.404 0.558 0.844

The results of discriminant validity test in
Table 4 showed that all constructs had the
AVE square root value above the correlation
value with other latent constructs (through the
Fornell-Larcker criteria) so that it can be
concluded that the model met the discriminant
validity.

Construct Reliability Testing

Construct reliability can be assessed from
the value of Cronbach's alpha and composite
reliability = of each  construct.  The
recommended composite reliability and
Cronbach's alpha values are more than 0.7.
(Ghozali, 2014). The reliability test results in
table 2 above show that all constructs have
composite reliability and Cronbach's alpha
values greater than 0.7 (> 0.7). In conclusion,
all constructs have met the required reliability.

Published by: The Mattingley Publishing Co.,

Inc.

Hypothesis Testing

Hypothesis testing in PLS is also called the
inner model test. This test includes a test of the
significance of direct and indirect effects and
measurement  magnitude  influence  of
exogenous variables on endogenous variables.
To find out the influence of tacit and explicit
knowledge sharing on organizational learning
and innovation capability, a direct influence
test is needed. The direct effect test is
performed using the t-statistic test in a partial
least squared (PLS) analysis model using the
help of SmartPLS 3.0 software. With the
boothstrapping technique, R Square values and
significance test values are obtained as in the
table below:

18286



TES'T

Engineering & Management

Table 5. R Square Value

March-April 2020

ISSN: 0193-4120 Page No. 18277 - 18294

R Square R Square Adjusted
Y 0.404 0.400
Z 0.286 0.284
Table 6. Hypotheses Testing
Hypotheses Relationship Beta SE T Statistics P-Values Decision
H1 X1->Z7 0.449 0.042 9.130 0.000 Supported
H2 X2->7 0.124 0.039 4.405 0.000 Supported
H3 X1->Y 0.449 0.046 6.240 0.000 Supported
H4 X2->Y 0.157 0.038 4.473 0.000 Supported
H5 Z->Y 0.370 0.044 8.075 0.000 Supported
H6 X1->Z->Y 0.166 0.025 6.194 0.000 Supported
H7 X2->Z->Y 0.046 0.017 3.688 0.000 Supported
Based on Table 5 above, the value of R Square Discussion
of Z was 0.286 which means that The first hypothesis (H1) proposed is that
organizational citizenship behavior (Z) was organizational ~  commitment  (X1)
significantly  influences  Organizational

explained by organizational commitment (X1)
and organizational culture (X2) variables by
28.6%, while the remaining 71.4% was
explained by other variables not discussed in
this study. Meanwhile, the value of R Square
of employees’ performance (Y) was 0.404
which means that the employees’ performance
variable was explained by by organizational
commitment (X1), organizational culture (X2)
and organizational citizenship behavior (Z) by
40.4%, while the remaining 59.6% was
explained by other variables not discussed in
this study. Table 5 shows T Statistics and P-
Values which show the influence between
variables.

Published by: The Mattingley Publishing Co., Inc.

Citizenship Behavior (OCB) (Z), based on
computing with the help of SmartPLS 3.0
shows that the significance value of
organizational commitment (0,000) is smaller
than 0.05 or ( 0,000 <0.05), or t count> t
table or (9.130> 1.96). Then it can be
concluded that the H2 hypothesis: "There is a
significant  influence of organizational
commitment on Organizational Citizenship
Behavior (OCB) employees are accepted.
This can be interpreted as being proud as a
member of the organization, maintaining the
good name of the organization, caring about
the condition of the organization, emotionally
bound, working on a whim and
encouragement from oneself, the institution
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is able to meet the monthly needs of
employees, requires personal sacrifice,
difficult to leave the organization, work
according with hours that have been
determined based on applicable regulations,
dare to take risks, work in accordance with
expertise has a significant influence on
organizational citizenship behavior (OCB).
The results of this study are in line with
research conducted by Ristiana (2013) and
Zayas-Ortiz et al (2015).

The second hypothesis (H2) is that
organizational culture significantly
influences Organizational Citizenship
Behavior (OCB). Based on computing with
the help of SmartPLS 3.0, it shows that the
significance value of organizational culture
(0,000) is smaller than the significance value
of 0.05 (0,000 <0.05). So it can be concluded
that the first hypothesis (H2) is "accepted"” or
"there is a significant influence of
organizational culture on organizational
citizenship behavior (OCB) employees. The
organizational culture of employees in the
organization has a significant influence on
the employee's Citizenship Behavior (OCB).
This can be interpreted that the employee's
pleasure to follow the instructions of
activities from superiors, mutual respect for
each other, have a family relationship, a
sense of the same fellow employees,
discipline, honest, professional at work, work
well, work together with employees and
superiors, have good governance good
organization, have a sense of security, a
sense of calm in the workplace, proud to be
in the organization, obey the rules, master
and learn work techniques, learn work
procedures, open to other employees is a
significant influence on Organizational
Citizenship Behavior (OCB) employees. The
results of this study are in line with the
results of research conducted by Rini et al
(2013), Yassen et al (2015).

Published by: The Mattingley Publishing Co., Inc

March-April 2020
ISSN: 0193-4120 Page No. 18277 - 18294

The third hypothesis (H3) proposed is
organizational commitment (X1)
significantly influencing employee
performance (). Based on computing with
the help of SmartPLS 3.0 shows that the
significance  value  of  organizational
commitment (0,000) is smaller than the
significance value of 0.05 (0,000 <0.05). It
can be concluded that the employment
hypothesis (H3) is "accepted” or "there is a
significant influence on organizational
commitment to employee performance. This
can be interpreted that being proud as a
member of the organization, maintaining the
good name of the organization, caring about
the fate of the organization, being
emotionally bound, working on a whim and
encouragement from oneself, the Institution
is able to meet the monthly needs of
employees, requires personal sacrifice,
difficult to leave the organization, work
according with hours that have been
determined based on applicable regulations,
dare to take risks, work in accordance with
expertise has a significant influence on
employee performance. Previous research
conducted by Sawitri et al (2016). Found that
organizational commitment has a significant
effect on employee performance. If the
organizational commitment variable
increases more  positively,  employee
performance will also increase.

The fourth hypothesis (H4) proposed is
organizational culture (X2) significantly
influencing employee performance ().
Based on computing with the help of
SmartPLS 3.0, it shows that the significance
value of organizational culture (0,000) is
smaller than the significance value of 0.05
(0,000 <0.05). Then it can be concluded that
the fourth hypothesis (H4) is "accepted” or
“there is a significant influence of
organizational  culture on  employee
performance. This can be interpreted that
employees are proud as members of the
organization, maintain the good name of the
organization, care about the fate of the
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organization, emotionally bound, work on
their own will and encouragement, the
institution is able to meet the monthly needs
of employees, requires personal sacrifice,
difficult to leave the organization, work in
accordance with the hours that have been
determined based on applicable regulations,
dare to take risks. The results of this study
are in line with research conducted by Jousan
et al (2015) and Kurniawati & Troena (2013)
found that organizational culture influenced
employee performance.

The fifth hypothesis (H5) proposed is
Orgaizational Citizenship Behavior (OCB)
(2) significantly  influence  employee
performance (). Based on computing with
SmartPLS 3.0 assistance shows that the
significance  value  of  Orgaizational
Citizenship Behavior (OCB) (0,000) is
smaller than the significance value of 0.05
(0,000 <0.05). Then it can be concluded that
the fifth hypothesis (H5) is "accepted" or
"there is a significant influence of the
Organizational Citizenship Behavior (OCB)
on employee performance. The smaller
significance value <0.05, the more it will
affect employee performance. This means
that if an employee is willing to replace a
colleague who is absent, on leave or on a
work break (absent), helps co-workers who
have a heavy workload, helps the orientation
process, helps co-workers who have work
problems, comes to work early, does not use
work time for useless things, obey
organizational rules, be careful in working,
give a work day that is appropriate for work
in the organization, not use work time to
complain about things that are trivial, think
positive, critical of the organization, make
the environment better, provide positive input
to the organization, avoid making problems
with other employees. This study is in line
with research conducted by Fitriastuti (2013)
and Sawitri et al (2016), found that
Organizational Citizenship Behavior (OCB)
affects employee performance.

The sixth hypothesis (H6) proposed is
organizational commitment (X1) significantly
influencing employee performance ()
through organizational citizenship behavior
(OCB) (Z). Based on computing with the help

Published by: The Mattingley Publishing Co., Inc.
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of SmartPLS 3.0, it shows that the significance
value of  organizational ~ commitment
significantly influences employee performance
through organizational citizenship behavior
(OCB) is (0,000) smaller than the significance
value of 0.05 (0,000 <0.05). Then it can be
concluded that the sixth hypothesis (H6) is
accepted or "there is a significant influence on
organizational commitment to employee
performance through organizational
citizenship behavior (OCB)."

The seventh hypothesis (H7) proposed is
organizational culture (X2) significantly
influencing employee  performance (Y)
through organizational citizenship behavior
(OCB) (2). Based on computing with the help
of SmartPLS 3.0, it shows that the significance
value of organizational culture significantly
influences employee performance through
organizational citizenship behavior (OCB) is
(0,000) smaller than the significance value of
0.05 (0,000 <0.05). Then it can be concluded
that the seventh hypothesis (H7) is accepted or
"there is a significant influence of
organizational culture on employee
performance through organizational
citizenship behavior (OCB)."

V.CONCLUSION AND SUGGESTION
Conclusion

Based on the results of research conducted on
employee performance in the Indonesian pulp
& paper industry, it can be concluded as
follows: Organizational commitment (X1)
significantly influences organizational
citizenship behavior (OCB) (2,
organizational culture (X2) significantly
influences organizational citizenship behavior
( OCB) (2), organizational commitment (X1)
influential  significantly on  employee
performance (Y), organizational culture (X2)
significantly influence employee performance
(YY), organizational citizenship behavior
(OCB) (2) significantly influence employee
performance (Y) organizational commitment
(X1) significantly influence performance
employees (YY) through organizational
citizenship behavior (OCB) (2),
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organizational culture (X2) influentially
significant on employee performance (Y)
through organizational citizenship behavior
(OCB) (2).

Suggestion

Based on the findings, the researchers
included suggestions addressed to the
employees of Indonesian pulp & paper
industry as follows: first, there should be a
transactional reward system (remuneration
system). Because an employee will do the
work voluntarily if there are transactional
rewards. For example: remuneration system,
where the performance of an employee is
measured and determined based on the level
of employee performance. second, make an
integrated system, so that it does not burden
many people such as hard documents, so that
not much cost and time is wasted and working
in an integrated system becomes more
effective and efficient. Third, differentiate
someone based on work productivity, so that
those with high performance are different
from those with lower performance and also
calculate the workload of employees. And the
fourth last suggestion is to emphasize
punishment.  Existing  punishments are
ineffective, do not cause a sense of deterrence.
This should be carried out in all aspects of
punishment, for example the presence of
discipline, and others.
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