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Abstract  

The purpose of this study was to examine the mediating effect of job satisfaction on the 

relationship between work motivation and organizational citizenship behavior (OCB). This 

study uses various perspectives which are taken into consideration in analyzing the relationship 

of the three variables, namely the genre perspective, age perspective and employment 

perspective. Using as many as 106 employees as respondents and using a path analysis model, 

the results showed that work motivation had a positive and significant relationship with job 

satisfaction and OCB, and also found a positive and significant relationship between job 

satisfaction and OCB.  In general, job satisfaction has been shown to mediate the relationship, 

but the specifics differ, which is caused by the different characteristics among employees. The 

mediating effect was evident in male employees, older employees (>40 years), and employees 

with high tenure (>5 years), while female employees, younger employees (<40 years), and 

employees with low tenure (< 5 years), the mediating effect was not proven. As for the 

characteristics of education, it cannot be concluded with certainty, because the explanatory 

variance is very low. 
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Introduction 

 

Organizational  citizenship  behavior  

(OCB)  is  individual  behavior  that  is 

discretionary,  is  not  directly  or  explicitly  

recognized  by  the  formal  reward  system,  

and  in aggregate  promotes  the  effective  

functioning  of  the  organization  (Organ,  

1988).  This behavior  has  been  studied  

since  the  late  1970s,  and  in  the  last  

three  decades,  research interest  in  this  

behavior  has  increased  substantially.  

This  behavior  has  been  linked  to overall  

organizational  effectiveness,  so  this  type  

of  employee  behavior  has  major 

consequences  in  the  workplace. Early  

research  on  OCB's  antecedents  focused  

on  employee  attitudes, dispositions,  and  

leader  support.  Recently,  many  variables  

were  examined  in  an  effort to  determine  

the  antecedents  of  OCB,  including  

motivation  and  job  satisfaction. 
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Several  empirical  evidences  have  shown  

that  motivation  is  positively  related  to  

OCB (e.g.,  Shareef  and  Atan,  2019;  

Shim  and  Faerman,  2017;  Lavanya  and  

Kalliath,  2015; Bourdage  et  al.,  2012;  

Finkelstein,  2011;  Barbuto  and  Story,  

2011). High  work  motivation  will  

increase  the  behavior,  and  conversely  

low  work  motivation  will trigger  the  

weakening  of  the  behavior.  Meanwhile,  

the  relationship  between  job satisfaction  

and  this  behavior  has  also  been  widely  

studied,  even  job  satisfaction  is claimed  

to  be  the  most  significant  factor  in  

explaining  this  behavior  among  other 

antecedents.  Classical  literature,  such  as  

Williams  and Anderson  (1991),  

Moorman  (1993),  Organ  and Lingl  

(1995),  Foote  and  Tang  (2008), have  

shown  that  there  is  a  positive  

relationship  between  the  two.  Similarly, 

recent literature,  such  as  Talachi  et  al.  

(2014), Swaminathan and Jawahar  (2013),  

Subhadrabandhu  (2012),  Fatimah  et  al.  

(2011), Nadiri  and  Tanova (2010),  Li  et  

al.  (2010), and  Zeinabadi  (2010). 

 

Motivation  and  job  satisfaction  also  have  

a  very  strong  positive  relationship. The 

two cannot stand alone, but complement 

each other. However, the classical 

literature (such as Heneman et  al. 1988; 

Igalens  and  Roussel,  1999;  Pool,  1997) 

suggests  that  the  two  should  be  treated  

separately.  This  matter intended  so  that  

the  factors  that  influence  it  can  be  

identified  easily,  resulting  in  a  better 

understanding.  Herzberg's  theory  of  

motivation  (1923),  which  was  developed  

through the  theory  of  needs  (Maslow,  

1943),  directs  two  motivational  factors  

(intrinsic  and extrinsic)  to  job  

satisfaction,  because  both  meet  the  

individual's  need  for  self-actualization. 

Meanwhile,  expectancy  theory  (Porter  

and  Lawler,  1968)  also  directs  

motivation  to  job satisfaction.  Empirical  

evidence  on  the  relationship  between  the  

two  has  also  been widely  carried  out,  

and  the  findings  are  generally  positive  

(eg,  Breaugh  et  al.,  2018; Homberg  et  

al.,  2015;  Ncube  and  Samuel,  2014).  

Thus,  there  is  a  strong  tendency  that the  

relationship  between  work  motivation  

and  OCB  is  not  direct,  but  rather  

through  job satisfaction. 

 

High  motivation  will  encourage  high  job  

satisfaction,  and  in  turn  will  increase  

OCB. Conversely,  a  decrease  in  work  

motivation  will  reduce  satisfaction,  

which  in  turn  will reduce  OCB.  So,  job  

satisfaction  will  act  as  a  mediator  in  the  

relationship. The  purpose  of  this  study  

was  to  examine  the  moderating  effect  of  

job  satisfaction on  the  relationship  

between  work  motivation  and  OCB.  

Specifically,  this  research  will  answer  

whether  job  satisfaction  mediates  the  

relationship  or  not.  The  second  part  of  

this paper  contains  the  literature  and  the  

formulation  of  hypotheses.  The third part 

describes  the  research  method.  The 

fourth part contains the findings  and  

discussion.  The  fifth  part  contains  the  

conclusion,  which  is  also  the  closing  

part  of  this  paper.  

 

Lıterature Revıew and Hyphotesıs 

 

The  concept  of  organizational  

citizenship  behavior  (OCB)  was  

initiated  by nnis  Organ,  which  was  

developed  based  on  the  original  work  

of  Katz  in  1964. OCB is  defined  as  

individual  behavior  that  is  

discretionary,  is  not  directly  or  

explicitly recognized  by  the  formal  

reward  system,  and  in  aggregate  

promotes  the  functioning  of  the  

organization  as  a  whole.  effective  

(Organ,  1988).  The  simple  meaning  of  

OCB  is  an  individual's  behavior  of  

love  for  his  organization,  where  he  is  

willing  to  give  all  the potential  he  has  

to  build  or  develop  his  organization,  

even  though  it  is  not  part  of  his formal  

job,  even  for  that  he  is  willing  to  do  

it  voluntarily.  A  person  with  a  high  

OCB  will see  his  job  as  more  than  just  

a  salary  and  try  to  do  everything  he  

can  to  make  his  work environment  run  

smoothly,  even  if  it  is  not  directly  

related  to  his  formal  duties.  This 
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behavior  will  of  course  have  a  very  

positive  impact  on  the  organization. 

 

Many researches  on  OCB  have  been  

carried  out.  Organ  (2006)  offers five 

dimensions  of  OCB,  namely:  (1)  

altruism,  which  directs  a  person's  

behavior  to  help coworkers  who  are  

experiencing  difficulties,  both  related  to  

work  assignments  and personal  

problems;  (2)  conscientiousness,  which  

directs  a  person's  behavior  to  try  to 

exceed  organizational  expectations;  (3)  

sportsmanship,  which  leads  to  a  

person's tolerant  behavior  towards  less  

than  ideal  conditions  in  the  

organization  without  raising objections;  

(4)  courtesy,  which  directs  one's  

behavior  to  avoid  interpersonal  

problems with  fellow  coworkers;  and  

(5)  civil  viretue,  which  refers  to  a  

person's  responsible behavior  in  the  life  

of  the  organization.  Early  research  on  

OCB's  antecedents  focused on  

employee  attitudes,  dispositions,  and  

leader  support. 

 

Recently,  many  variables  were  

examined  in  an  effort  to  determine  the  

antecedents  of OCB,  including  

motivation  and  job  satisfaction. 

Motivation,  both  intrinsic  and  extrinsic,  

is  believed  to  have  a  positive  

relationship with  OCB.  High  work  

motivation  will  encourage  high  OCB,  

and  conversely  low motivation  will  

trigger  a  decrease  in  OCB.  Work  

motivation  is  the  psychological  strength 

of  a  worker  to  increase  enthusiasm  in  

his  work.  Work  motivation  consists  of  

intrinsic and  extrinsic  motivation  

(George  and  Jones,  2005).  Intrinsic  

motivation  is  behavior  that is  shown  for  

self-interest,  while  extrinsic  motivation  

is  behavior  aimed  at  obtaining material  

or  social  rewards  or  to  avoid  

punishment. 

 

Luthans (2011)  suggests  that  there  are  

five  indicators  of  intrinsic  motivation:  

(1) achievement,  namely  motivation  that  

is  driven  by  pride  in  one's  success  in  

work;  (2) recognition,  namely  the  

motivation  of  a  worker  who  is  driven  

by  the  recognition  of people  or  

colleagues  or  or  superiors  for  the  

success  they  have  done;  (3)  work  itself, 

which  is  motivation a  worker  against  

the  work  itself;  (4)  responsibility,  

namely  the  motivation  of  a  worker  

who is  driven  by  the  existence  of  full  

responsibility  or  authority  to  himself  

for  the  work  he  does; and  (5)  

advancement,  namely  the  motivation  of  

a  worker  who  is  driven  by  the  

existence of  development  elements.  

Meanwhile,  Luthans  (2011)  also  

suggests  five  indicators  for extrinsic  

motivation,  namely:  (1) policy  and  

administration,  namely  motivation  

driven  by  good  organizational  policies  

and administration;  (2)  quality  

supervisors,  namely  motivation  driven  

by  quality  supervisors; (3)  interpersonal  

relations,  namely  motivation  driven  by  

interpersonal  relationships;  (4) working  

conditions,  namely  the  motivation  that  

is  driven  by  the  conditions  of  the  work 

itself;  and  wages,  that  is,  salary-driven  

motivation.  Specifically,  the  

relationship  between work  motivation  

and  OCB  has  also  been  widely  tested,  

with  positive  results,  including  by 

Shareef  and  Atan  (2019),  Shim  and  

Faerman  (2017),  Lavanya  and  Kalliath  

(2015), Bourdage  et  al.  (2012),  

Finkelstein  (2011),  Barbuto  and  Story  

(2011), and Hu (2022).  Thus,  it  is  

assumed that: 

 

H1: work  motivation  is  positively  

related  to  OCB.  High  work  

motivation  will  increase  OCB and  

low  work  motivation  will  reduce  

OCB. 

In  addition  to  motivation,  job  

satisfaction  is  also  believed  to  have  a  

positive  relationship  with  OCB,  even  

from  the  existing  literature,  job  

satisfaction  is  the  most significant  

antecedent  of  OCB  among  the  other  

antecedents.  Job  satisfaction  is  a 

condition  in  which  a  worker  is  satisfied  

with  his  work,  both  related  to  the  
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nature  of  his  job duties,  the  work  

achieved,  the  form  of  supervision  

obtained  as  well  as  a  sense  of  relief 

and  liking  for  the  work  he  is  doing. 

Hasibuan  (2001)  suggests  that  a  

person's  job  satisfaction  can  be  

measured  through:  (1) his  loyalty  to  

work,  position,  and  organization;  (2)  

the  ability  to  work,  both  in  quantity  

and  quality;  (3)  honesty  in  the  

execution  of  job  duties;  (4)  creativity  

towards  work  results;  (5) leadership,  

which  refers  to  satisfaction  with  the  

leader;  (6)  salary;  (7)  indirect 

compensation;  and  work  environment.  

As  previously  stated,  job  satisfaction  is  

the  most significant  antecedent  of  OCB  

among  other  antecedents.  Classical  

literature,  such  as Williams  and  

Anderson  (1991),  Moorman  (1993),  

Organ  and  Lingl  (1995),  Foote  and 

Tang  (2008),  has  also  proven  that  the  

two  have  a  positive  and  highly  

significant relationship.  Recent  

literatures  also  find  this,  for  example  

talachi  et  al.  (2014), Swaminathan  and  

Jawahar  (2013),  Subhadrabandhu  

(2012),  Fatimah  et  al.  (2011),  Nadiri 

and  Tanova  (2010),  Li  et  al.  (2010),  

and  Zeinabadi  (2010).  Thus,  it  is  

assumed  that: 

 

H2: job  satisfaction  is  positively  related  

to  OCB.  High  job  satisfaction  will  

increase  OCB and  low  job  

satisfaction  or  job  dissatisfaction 

will  reduce  OCB. 

 

To  being  related  to  OCB,  work  

motivation  also  has  a  close  relationship  

with  job satisfaction.  The  relationship  

between  the  two  is  explicitly  explained  

in  Herzberg's  two-factor  theory,  which  

is  a  development  of  Maslow's  theory  

and  is  also  closely  related  to  

McClelland's  three-factor theory.  This  

theory  explains  that  there  are  certain  

factors  in  the  workplace  that  cause  job  

satisfaction, while  on  the  other  hand  

there  are  factors  that  cause  job  

dissatisfaction.  One  of  the  factors  in  

question is  motivation,  which  acts  as  a  

satisfaction  factor  at  work.  

Motivational  factors  are  associated  with  

job content,  including  success,  

recognition,  challenging  work,  

advancement  and  growth  in  work.   

 

Various empirical  studies  have  also  

proven  that  motivation  has  a  significant  

positive  relationship  with  job 

satisfaction,  where  high  motivation  will  

increase  job  satisfaction,  and  low  

motivation  can  trigger  job 

dissatisfaction,  as  has  been  done  by  

Breaugh  et  al. (2018),  Homberg  et  al.  

(2015),  Ncube  and  Samuel  (2014),  

Jehanzeb  et  al.  (2012),  Maharjan  

(2012), Ayub  and  Rafif  (2011),  Khalid  

et  al.  (2011),  Stringer  et  al.  (2011),  

Ahmed  (2011),  Hadi  and  Adil  (2010), 

de Geus et al. (2020), and Zbierowsk 

(2022).  Thus,  there  is  a  strong  

tendency  that  the  relationship  between 

work  motivation  and  OCB  is  not  

direct,  but  rather  through  job  

satisfaction.  High  motivation  will 

encourage  high  job  satisfaction,  and  in  

turn  will  increase  OCB.  Conversely,  a  

decrease  in  work motivation  will  reduce  

satisfaction,  which  in  turn  will  reduce  

OCB.  So,  job  satisfaction  will  act  as  

a mediator  in  their  relationship,  and  this  

paper  will  go  on  to  prove  it.  Thus,  it  

is  assumed  that: 

 

H3: work  motivation  is  positively  

related  to  job  satisfaction. 

H4: job  satisfaction  mediates  the  

relationship  between  work  

motivation  and  OCB. 

 

Research Method 

 

The  research  data  was  obtained  from  

the  random  distribution  of  

questionnaires  to  150 employees  who  

work  throughout  the  city  of  Surabaya,  

Indonesia,  but  only  106  questionnaires  

were returned  and  could  be  used.  The  

questionnaire  consists  of  23  closed  

questions,  all  of  which  are measured  by  

five  Likert  scales,  namely:  (1)  strongly  
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disagree,  (2)  disagree,  (3)  undecided,  

(4)  agree, and  (5)  strongly  agree. 

 

Organizational  citizenship  behavior  

(OCB)  is  measured  by  five  question  

items  for  the  five dimensions  proposed  

by  Organ  (2006),  namely  altruism,  

conscientiousness,  sportsmanship, 

courtesy,  and  civil  viretue.  While  work  

motivation  is  measured  by  ten  question  

items,  which  include five  questions  for  

intrinsic  motivation  and  the  rest  for  

extrinsic  motivation.  These  two  types  

of motivation  are  based  on  the  

indicators  proposed  by  Luthans  (2011),  

namely  achievement, recognition,  work  

itself,  responsibility,  and  advancement  

for  intrinsic  motivation,  and  policy  and 

administration,  quality  supervisors,  

interpersonal  relations,  working  

conditions,  and  wages for  extrinsic  

motivation.  The  job  satisfaction  is  

measured  by  eight  questions  for  eight  

indicators proposed  by  Hasibuan  

(2001),  namely  loyalty,  ability,  honesty,  

creativity,  leadership,  salary,  indirect 

compensation,  and  work  environment. 

 

The  data  analysis  model  uses  path  

analysis.  The  mathematical  model  that 

developed  for  the  model  are: 

 

Satisfaction = βM Motivation + ɛ 

………………………………. Model 1 

OCB = βM Motivation + βS Satisfaction 

+ ɛ … ...................................... Model 2 

 

where:  Motivation is  work  motivation  

and  βM is  the  slope  of  work  

motivation; OCB is  organizational  

citizenship behavior;  Satisfaction is  job  

satisfaction  and  βS is  the  slope  of  job  

satisfaction;  and  is  the  residual  error  

rate. 

 

Result and Discussion 

 

The  results  showed  that  motivation  was  

positively  and  significantly  related  to  

job  satisfaction, and  also  positively  

related  to  OCB. Meanwhile,  satisfaction  

also  has  a  positive  and  significant  

relationship  with  OCB.  The  positive  

relationship  between  motivation  and  

satisfaction  is  quite  strong  (R2  =  

55.5%),  but  the  ability  of  motivation  

to  explain  satisfaction  is  weak  (adj.  r-

square  =  30.5%).  Meanwhile,  the  

relationship  between motivation  and  

OCB  was  very  strong  (R2  =  90.6%)  

and  its  ability  to  explain  OCB  was  

very  high  (adj.  rsquare = 82%). The  

relationship  between  satisfaction  and  

OCB  was  lower  (R2  =  62.5%)  

compared  to  the  relationship  

 

The  relationship  between  satisfaction  

and  OCB  was  lower  (R2  =  62.5%)  

compared  to  the  relationship between  

motivation  and  OCB,  and  its  ability  to  

explain  OCB  was  also  lower  (adj.  r-

square  =  38.8%). Thus,  job  satisfaction  

is  not  proven  to  mediate  the  

relationship  between  motivation  and  

OCB,  because both  have  a  direct  

relationship.  Specifically,  these  

relationships  can  be  seen  in  Figure  1 

Thus,  job  satisfaction  is  not  proven  to  

mediate  the  relationship  between  

motivation  and  OCB,  because both  

have  a  direct  relationship.  Specifically,  

these  relationships  can  be  seen  in  

Figure  1 and  Table  1. 
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Figure  1.  Relationship  between  Motivation,  Satisfaction,  and  OCB 

Table  1.  Results  of  Data  Analysis 
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Regarding  the  relationship  between  

motivation  and  satisfaction,  intrinsic  

and  extrinsic motivation  both  make  a  

significant  contribution  to  satisfaction,  

but  the  contribution  of  extrinsic 

motivation  dominates.  All  indicators  of  

motivation,  both  intrinsic  and  extrinsic  

significantly increase  satisfaction.  

Satisfaction  related  to  ability  to  work  

results  is  not  related  to  the  two 

motivations.  In  addition  to  satisfaction,  

motivation  is  also  positively  and  

directly  related  to OCB. 

 

Intrinsic  and  extrinsic  motivation  also  

contributes  significantly  to  it.  All  

indicators  of  motivation, except  

motivation  related  to  advances and  

salary,  significantly  increased  OCB,  

both  related  to  altruism, 

conscientiousness,  sportsmanship,  

courtesy,  and  civil  viretue.  Meanwhile,  

satisfaction  is  also positively  related  to  

OCB.  All  satisfaction  indicators  

significantly  increase  OCB. Although  in  

general  job  satisfaction  has  not  been  

proven  to  mediate  the  relationship  

between work  motivation  and  OCB,  the  

specifics  of  each  employee  are  

different. From  a  gender  perspective,  the  

mediating  effect  of  satisfaction  on  the  

relationship  between  motivation and  

OCB  was  evident  in  female  employees,  

but  not  in  male  employees.  In  male  

employees,  apart from  being  positively  

related  to  satisfaction,  motivation  is  

also  directly  related  to  OCB.  

 

In  addition, satisfaction  is  also  

positively  related  to  OCB.  Intrinsic  and  

extrinsic  motivation  significantly 

increase their  job  satisfaction,  but  

extrinsic  motivation  dominates.  

Substantially, the  two  motivations  will 

increase  satisfaction  related  to  ability  to  

work,  creativity  to  work,  supervisor  or  

leader,  salary,  and work  environment.  

Regarding  motivation  and  OCB,  only  

intrinsic  motivation  was  significant,  

especially with  regard  to  recognition. 

Increased  motivation  related  to  

recognition  will  increase  OCB  related  

to  civil  viretue. Meanwhile,  satisfaction  

related  to  supervisor  or  leader,  salary,  

and  indirect  compensation  significantly 

increased  their  OCB,  especially  with  

regard  to  conscientiousness,  

sportsmanship,  and  civil viretue.  

 

The  relationship  between  motivation  

and  satisfaction  in  male  employees  was  

lower  than  the  relationship  with  OCB  

(R2  =  18.5%  vs.  39.0%),  as  well  as  

the  explanatory  variance  (adj.  r-square 

= 2.6% vs. 14.4%). Meanwhile,  the  

relationship  between  satisfaction  and  

OCB  is  quite  strong  (R2  =  31.5%),  but  

the explanatory  variance  is  very  weak  

(adj.  r-square  =  9.1%).  Meanwhile,  for  

female  employees,  intrinsic  and  

extrinsic  motivation  significantly  

increased  their  satisfaction,  especially  

related  to  the  ability  to work,  supervisor  

or  leader,  salary,  indirect  compensation,  

and  work  environment.  Substantially, 

these satisfactions  will  encourage  their  

OCB,  especially  those  related  to  

conscientiousness,  sportsmanship, 

courtesy,  and  civil  viretue.  The  

relationship  between  motivation  and  

satisfaction  is  quite  strong  (R2  = 

41.4%),  but  the  explanatory  variance  is  

very  low  (adj.  r-square  =  16.5%),  while  

the  relationship  between  satisfaction  

and  OCB  is  also  quite  strong  and  the  

explanatory  variance  is  quite  high  (adj.  

r-square = 40.9%). 

 

From  an  age  perspective,  the  mediating  

effect  of  satisfaction  on  the  relationship  

between motivation  and  OCB  was  also  

evident  in  older  employees  (>40  years).  

Intrinsic  and  extrinsic  motivation 

significantly  increase  satisfaction,  

especially  with  regard  to  supervisor,  

salary,  indirect  compensation, and  work  

environment. Substantially, these 

satisfactions will encourage OCB, 

especially regarding conscientiousness,  

sportsmanship,  courtesy,  and  civil  
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viretue.  In  older  employees,  the  

relationship between  motivation  and  

satisfaction  was  higher  than  the  

relationship  with  OCB  (R2  =  49.5%  vs. 

40.5%),  as  was  the  determination  (adj.  

r-square =  23.5%  vs.  15.3%).  

Meanwhile, the  relationship between  

satisfaction  and  OCB  is  much  stronger  

(R2  =  68%)  than  the  relationship  

between  motivation and  OCB,  as  is  the  

determination  (adj.  r-square =  45.5%).  

While  on young  employees  (<40  years),  

the  mediating  effect  was  not  proven.   

 

Motivation  has  a  direct relationship  with  

OCB,  although  motivation  also  has  a  

significant  positive  relationship  with 

satisfaction,  and  satisfaction  with  OCB.  

Intrinsic and  extrinsic  motivation  

(especially)  will directly  increase  OCB.  

Meanwhile,  the  two  motivations  also  

significantly  increased  their satisfaction,  

especially  with  regard  to  the  ability  to  

work,  honesty  at  work,  supervisors, 

salary,  indirect  compensation,  and  work  

environment.  Substantially,  these  

satisfactions  will increase  OCB,  

especially  those  related  to  

conscientiousness,  sportsmanship,  

courtesy, and  civil  viretue.  The  

relationship  between  motivation  and  

OCB  was  stronger  than  the relationship  

with  satisfaction  (R2  =  46.4%  vs.  

40.0%), as  was  the  determination  (adj.  

rsquare = 21.1% vs. 15.5%). The 

relationship between satisfaction with 

OCB is as strong as the relationship 

between motivation and OCB, as well as 

the explanatory variance. 

 

From  the  perspective  of  tenure,  the  

mediating  effect  was  also  evident  in  

employees with  high  tenure.  Motivation, 

both intrinsic and extrinsic, has no 

significant relationship  with OCB.  Only 

extrinsic motivation (especially  those  

related  to  quality  supervisors,  

interpersonal relations,  and  working  

conditions)  was  significantly  positively  

related  to  satisfaction, especially  those  

related  to  honesty  at  work,  indirect  

compensation,  and  work  environment.  

 

Substantial  satisfaction  significantly  

increases  OCB,  especially  with  regard  

to  conscientiousness,  sportsmanship,  

and  courtesy.  The  relationship  between  

motivation  and satisfaction  is  quite  

strong  (R2  =  43.3%),  but  the  

determination  is  very  low  (adj.  r-square  

= 17.6%).  Meanwhile,  the  relationship  

between  satisfaction  and  OCB  is  weak  

(R2  =  23.8%), and  the  determination  is  

also  very  low  (adj.  r-square  =  4.2%).  

On  the  other  hand,  employees with  low  

tenure.  The  moderating  effect  of  

satisfaction  on  the  relationship  was  not  

proven. 

 

Motivation,  both  internal  and  external,  

has  a  significant  and  direct  positive  

relationship  with OCB,  especially  those  

related  to  altruism,  conscientiousness,  

sportsmanship,  and  civil viretue.  This  

relationship  is  quite  strong  (R2  =  

46.7%),  but  the  determination  is  still  

low  (adj.r-square  =  19.6%).  Meanwhile,  

intrinsic  and  extrinsic  motivation  also  

have  a  significant positive  relationship  

with  satisfaction,  especially  related  to  

creativity  on  results,  supervisors, 

salaries,  indirect  compensation,  and  

work  environment.  The  relationship  is  

also  quite  strong (R2  =  43.2%),  but  the  

determination  is  also  still  relatively  low  

(adj.  r-square  =  14.9%). Meanwhile,  

satisfaction  and  OCB  have  a  positive  

and  strong  relationship  (R2  =  67.20%), 

with  a  fairly  strong  determination  (adj.  

r-square  =  43.6%).  Satisfaction  related  

to  ability, honesty,  creativity,  leadership,  

salary,  indirect  compensation,  and  work  

environment has  a  significant  

contribution  in  improving OCB,  

especially  related  to  conscientiousness, 

sportsmanship,  courtesy,  and  civil  

viretue.  

 

From  an  educational  perspective,  the  

mediating  effect  of  satisfaction  on  the 
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relationship  between  motivation  and  

OCB  was  not  proven,  both  for  

employees  with  high education  

(bachelor  and  after)  and  low  education  

(diploma  and  before).  On  employees 

with  higher  education,  the  relationship  

between  motivation  and  OCB  is  

positive  and  significant,  but the  

relationship  is  weak  (R2  =  31.8%),  as  

is  the  determination  (adj.  r-square =  

9.6%).  While  the relationship  between  

motivation  and  satisfaction  is  only  

slightly  stronger  than  the  relationship  

with OCB  (R2  =  36.4%),  the  

determination  is  also  very  low  (adj.  r-

square  =  12.7%).  The  relationship 

between  satisfaction  and  OCB  is  indeed  

quite  strong  (R2  =  42.2%),  but  the  

determination  is  still very  low  (adj.  r-

square  =  17.3%). Specifically,  intrinsic  

and  extrinsic  motivation  only  

significantly  increased  OCB  related  to 

conscientiousness  and  civil  viretue.  

Meanwhile,  the  two  motivations  only  

had  a  positive  impact  on satisfaction  

related  to  honesty  at  work,  creativity  in  

work  results,  supervisors,  salaries,  and  

work environment.   

 

Substantially,  these  satisfactions  will  

only  have  a  positive  impact  on  OCB  

related  to conscientiousness,  

sportsmanship,  courtesy,  and  civil  

viretue.  However,  all  models  showed  

very low  determination  (adj.  r-square <  

20%).  In  contrast  to  employees  with  

low  education,  the  relationship  between  

motivation  and  OCB  is  stronger 

compared  with  the  relationship  with  

satisfaction  and  the  relationship  of  

satisfaction  with  OCB  (R2 = 61.2%  vs.  

44.1%  vs.  47.9%), as  well  as  

determination  (adj.  r-square =  36.7%  vs.  

18.5% vs.  22.1%). Motivation,  both  

intrinsic  and  extrinsic,  can  directly  

increase  OCB,  especially  related  to  

altruism,  conscientiousness,  

sportsmanship,  and  civil  viretue.  

Meanwhile,  the  two  motivations  also 

significantly  increase  satisfaction,  and  

the  satisfaction  significantly  increases  

OCB. 

 

Conclusıon 

 

In  general,  job  satisfaction  has  been  

shown  to  mediate  the  relationship  

between  work motivation  and  OCB.  

However,  the  specifics  are  different,  

which  is  caused  by  the  different 

characteristics  among  employees.  So,  the  

relationship  between  work  motivation,  

job  satisfaction, and  OCB  is  highly  

dependent  on  the  demographic  

characteristics  of  employees.  For  female 

employees,  motivation  can  increase  OCB  

directly,  but  not  for  male  employees.  For  

male  employees, motivation  does  not  

necessarily  increase  OCB,  but  requires  

other  processes,  one  of  which  is  through  

increasing  job  satisfaction.  In  addition,  

young  employees,  and  low  tenure,  

motivation  can also  increase  OCB  

quickly.  On  the  other  hand,  employees  

who  are  older,  and  have  high  tenure, 

motivation,  both  intrinsic  and  extrinsic,  

do  not  necessarily  increase  OCB.  

However, it requires  other processes,  

including  through  increasing  job  

satisfaction.  After  satisfaction  has  been  

met,  then  OCB is  created.  As  for  the  

characteristics  of  education,  it  cannot  be  

concluded  with  certainty,  because the  

explanatory  variance  is  very  low.  These  

findings  fully  support  the  first  (H1),  

second  (H2),  and third  (H3)  hypotheses. 

While  the  core  hypothesis,  namely  the  

fourth  hypothesis  (H4)  is  partially  

supported. 
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