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Abstract 

This study aims to examine the effect of Quality of Work Life on Organizational Citizenship Behavior through 

Organizational Commitment as a mediating variable. The population in this study were all permanent 

employees of PT. Petro China International Jabung Ltd with a sample of 120 respondents. The data collection 

method uses questionnaire method which is measured using Likert scale and the hypotheses was tested by  

using the PLS (Partial Least Square) program. The results showed that the quality of work life has positive and 

significant effect on Organizational Citizenship Behavior, the quality of work life is proven to have positive 

and significant effect on organizational commitment, organizational commitment has positive and significant 

effect on Organizational Citizenship Behavior, and organizational commitment partially mediates the 

relationship between the quality of work life and Organizational Citizenship Behavior. The implication of this 

research is that the increasing quality of work life will increase organizational commitment so that it can 

improve Organizational Citizenship Behavior. The company must continuously improve the quality of work 

life program to increase the employee performance with objective and systematic procedures. 
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INTRODUCTION 

Organizational citizenship behavior (OCB) is a unique aspect of individual activity at work. Tambe and 

Shanker (2014) explained that OCB is the behavior of employees at a time which shows certain behaviors that go 

beyond the employee's duties. OCB is a form of behavior that is an individual choice and initiative, not related to 

the organization's formal reward system but in aggregate to increase organizational effectiveness (Marlina, 

Wulandari & Ramashar, 2020).  In line with Saepudin and Djati (2019) explained that OCB is the freedom of 

individual behavior, which    is indirectly or    explicitly recognized by the reward system, and contributes to the 

effectiveness and efficiency of organizational functions. This statement shows that OCB is not included in the job 

requirements or formal job descriptions of employees so that if it is not displayed it will not be sanctioned by the 

company but as a whole it can affect the effectiveness of the organization, so it also explains that the company will 

be successful if its employees do not only do it. main task, but also willing to do extra tasks, such as willing to 

cooperate, provide advice, help to help, participate actively, and willing to use his work time effectively. The 

statement regarding the importance of organizational citizenship behavior was also put forward by the research of 

Traiyotee, Taeporamaysamai and Saksamrit (2019), OCB behavior is very important for employees in the 

company because having extra role behavior means that employees can serve and be dedicated  to work,   which 

projects a positive effect on the success and welfare of the company. This is also reinforced by a statement of 

Robbins & Judge (2016) which states that companies that have employees with a high level of organizational 

citizenship behavior will show better performance and ultimately contribute more to the achievement of 

organizational goals. 

Rosario, Marquez, Zayas and  López (2020) explain that OCB is considered important and valuable for the 

survival of the organization. OCB can increase both coworker and managerial productivity, besides that it can 

increase the efficiency of the use of organizational resources, stability of organizational performance, increase the 

ability of organizations to adapt to changes in the business environment, and become an effective basis for 

coordination activities between team members and between work groups. If OCB does not materialize in the 

organization, it will result in when the organization requires the energy and thoughts of employees outside their 

role, the organization will encounter difficulties so that in the end the organizational goals cannot be achieved 

properly (Aini, Hardjajani & Priyatama, 2014).  

Recognizing the importance of the influence of organizational citizenship behavior in improving employee 

performance and contributing to the achievement of organizational goals. Aisyah and Wartini (2016) said that 

OCB’s employee can be influenced by several factors, including the quality of work life and organizational 

commitment. Suriyana, Wijaya and  Kumbara  (2020) in their research also states that the OCB that will support 

the success of the company is also influenced by the quality of work life. In line with research from Kurniawati 

(2018) that employees who have a high quality of work life will encourage actions taken by employees that exceed 

the minimum requirements expected by the role of the company and promote the welfare of colleagues, work 

groups, and the company. Therefore, of course, the organization needs to create a quality work life within the 

company because this factor has an influence on the emergence of positive behavior among employees, one of 

which is the behavior that shows the organizational citizenship behavior. Srivastava,  Misra  and Madan  (2019) 

in their research states that improving the quality of employee work life is very important for companies to improve 

performance and productivity. The positive results of implementing this quality of work life include a reduction 

in work fatigue, a reduction in absenteeism and turnover and an increase in organizational commitment. 

Companies that have high quality of work life ultimately lead to more sustainable efficiency, productivity 

and profitability (Mebarki, Fouatih & Mokdad,  2018). The description above explains that the quality of work life 

is an important problem for organizations to achieve competitive advantage, this is due to the view that the quality 

of work life is considered capable of increasing the role and contribution of organizational members. With the 

implementation of the optimal quality of work life in the company, it is hoped that it will be able to encourage the 

OCB or the extra role behavior of employees in the company. 

Apart from the quality of work life, the next variable that affects organizational citizen behavior is 

organizational commitment. Organizational commitment is an important behavioral dimension that can be used to 

assess the tendency of employees to stay as members of the organization. Commitment is the identification and 

connection of a person who is relatively strong in the organization. The study of Widodo, Sunaryo &  K. (2019) 

found that high organizational commitment has different attitudes than those with low commitment. Organizational 

commitment behavior results in work performance, low levels of absenteeism and low levels of employee turnover. 

So that with a high commitment within employees, it increases awareness that what is done solely for the company 

has a direct impact on its performance. In other words, the employee's organizational commitment will be able to 

hold himself back from moving to another company so that it can reduce the turnover cost of a company and also 

maximize his work in that one company. 
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In line with the statements of Maghfironsyah and Yuniawan (2019) that when someone has a strong 

commitment to their organization, that person will try their best to give their best in order to survive in the 

organization and will also have a good impact on the organization, and the level of loyalty of its members will be. 

is automatically formed and tends to be high. Vice versa, if someone has a commitment that is considered or felt 

to be lacking, then the level of loyalty will also be less and even tend to be low. Thus, the higher the employee's 

commitment to the organization, the emotional relationship between the employee and the company will indirectly. 

This statement is supported by Gunastri et al., (2019) explaining that employees who have organizational 

commitment will carry out tasks that are not only tasks that have become their obligations according to existing 

jobs, but also do other work (extra role), where if There are employees who are not able to do a job, then this 

committed employee will tend to help his colleagues to achieve the goals expected by the organization without 

comparing their abilities with other employees. Organizational commitment in this study is used as a mediating 

variable in creating extra role behavior (OCB) in the organization. 

Employee work patterns at PT. PetroChina International Jabung Ltd is very interesting to study, because 

employees have an uniqueness that distinguishes them from employees of other organizations, namely 

organizations with various educational backgrounds, various skills, and different job characteristics, thoroughness, 

technological literacy, and various skills. From the various backgrounds, each plays a different role. When 

employees play a role in accordance with the demands of their duties and responsibilities, it is called in role 

behavior. However, sometimes jobs at PT. Petro China International Jabung Ltd cannot be completed in one work 

unit alone, and cross-unit cooperation is required. For example, in the Maintenance and Operations work unit, staff 

can help each other with the smooth running of work because of limited human resources and the demands of work 

to be completed on time as scheduled, they can even do work outside of their duties beyond the perception of their 

role. This behavior phenomenon is often referred to as organizational citizenship behavior, or the extra-role 

behavior ”. Research results from Novelia et al., (2016) explain that employees with high OCB behavior will 

increase their productivity and success in an organization. The statement regarding the importance of 

organizational citizen behavior is also supported by research by Prasetio (2016) which states that organizations 

that have employees with high levels of OCB will be more effective and run smoothly because employees have 

good social bonds and in the end the organization will have higher performance. 

The role of employees in PT. Petro China International Jabung Ltd must pay attention to the quality of its 

work, with employees having extra role behavior, of course it can increase work productivity. Extra role behavior 

has a role to be able to improve the bad side of employees who do not want to cooperate among employees 

considering that this company requires good cooperation between employees in completing their work. As in the 

condition of employees whose jobs are not too dense, they can help other employees who are in trouble in their 

work that is already pressed for time. Based on the results of preliminary interviews conducted by researchers on 

several employees at PT. Petro China International Jabung Ltd can be seen that the role of workers in helping 

colleagues who have problems at work is still lacking. This can be seen in Table 1 below: 

 

No Number of people Problems from employees 

1 7 

Employees do not want to help their co-workers because 

these employees feel they have their respective duties and 

also the lack of these employees in interacting with 

fellow co-workers 

2 3 
Employees often complain when given additional tasks 

by the leadership 

3 4 Employees are often lazy while working 

4 2 
Employees often ignore or are not interested in the 

activities carried out by the company 

Total 16  

        Source: Survey, 2020 
 

Table 1 shows that there are several employee problems working at PT. Petro China International Jabung 

Ltd, which can be said that workers have OCB levels is still quite low. The table above shows 7 out of 16 people 

do not want to help their coworkers because these employees feel they have their respective duties and also the 

lack of these employees in interacting with fellow colleagues, 3 out of 16 often complain if they are given 

additional assignments from company leaders, 4 out of 16 people employees are often lazy in carrying out their 

duties in the company, and 2 out of 16 people often ignore or are not interested in activities or events carried out 

by the company. Seeing the low OCB in this company, it is necessary to find the root cause of the low level of 

OCB at PT. Petrochina International Jabung Ltd. This low level of OCB can have negative impacts on the 

company, such as reducing the productivity of colleagues, reducing managerial productivity, and reducing the 

efficient use of organizational resources (Belwalkar et al., 2018). 
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From the description of the phenomenon above, it can be concluded that companies really need the support 

of competent human resources or workers who have a loyal attitude towards their organization so that the 

company's goals can be achieved. The results of research from Syahbanuari and Abdurrahman (2019) explain that 

to achieve the desired level of organizational citizenship behavior, every organization must pay attention to, 

including the quality of work life and organizational commitment of each employee. Therefore, to overcome the 

problems revealed above, where employees are faced with a number of large duties and responsibilities as well as 

guidance on their professional roles, and on the other hand the lack of employee characteristics in helping fellow 

colleagues voluntarily, therefore extra behavior is needed. the role of the employees of PT. PetroChina 

International Jabung Ltd which is known as Organizational Citizenship Behavior. 

 

LITERATURE STUDY 

Organizational Citizenship Behavior  

The concept of OCB was  introduced firstly by Organ et al in the 1980s which was re-updated in 2006. Shahin 

et al., (2014) stated that Organizational citizenship behavior is individual behavior and, because of its optional 

nature, has not defined directly in formal reward systems in organizations, doing so leads to increased effectiveness 

and efficiency of organizational performance. In connection with this statement, Hermawati & Mas (2016) also 

explained that OCB arises because of feelings of being a member of the organization and feeling satisfied if they 

can do something more to the organization. Likewise, Putra et all, (2018) stated that OCB is the behavior of 

employees who work outside the job desk but provide benefits to the company or in other words employee 

voluntary behavior that helps organizational productivity. The company hopes that employees must be able to do 

the assigned tasks even though they are not the main task, where employees will get feedback if they are able to 

make a positive contribution to the company. The literature was established that there are five dimensions of OCB, 

namely (1) Altruism, (2) Civic Virtue, (3) Sportmanship, (4) Conscientiousness and (5) Courtesy (Organ, 1980). 

 

Quality of Work Life 

 The concept of quality of work life was originally born in 1972 since the industrial revolution and the 

formation of labor unions. The trade union held the first international labor conference and produced a concept of 

quality of work life (Golkar, 2013). In his research, Rahman (2017) explained that the quality of work life (QWL) 

was applied for the first time to formulate that every initial process decided by the company is a response to what 

their workers want and hopes are, this is realized by discussing problems and uniting their views (company and 

employees) into in the same goal, namely improving the performance of employees and the company. 

Basically, the quality of work life can be concluded as a concept that talks about three things: 1). Meeting the 

personal needs of employees, 2). There is authority in determining work, and 3). There is satisfaction in the 

environment and employee work. From these three things, it can be interpreted that the quality of work life is a 

concept that talks about the welfare of employees at work. The quality of work life means the extent to which the 

employees live in the organization in the environment in which they work (Rahman, 2017). 

In contrast to Avianti & Kartika (2017), in their research using the Cascio concept by using nine indicators 

in the application of the quality of work life, namely: (1) Safety of the work environment (save environment), (2) 

Equitable compensation, (3) Communication, (4) Conflict Resolution, (5) Career development, (6) Employee 

participation, (7) Job security, (8) Facilities available (Wellness) and (9) pride in the institution (Pride). 

 

Organizational Commitment 

Sarhan et al., (2019) explain that organizational commitment is defined as the relative strength of the 

identification of individuals with and involvement in a particular organization, the individual has a strong belief 

in and approval of the principles and goals of the organization, the willingness to apply more energy to the work 

of the organization, and want to remain as a member in the organization. Organizational commitment can also be 

described as a psychological emotional state that describes the employee's identification with the company. 

Saridakis et al., (2020) Organizational commitment is defined as individual identification and involvement 

in work organizations in particular and includes individual acceptance of the goals and values of the organization, 

the desire to work hard for the organization together with different ambitions to continue working for the 

organization. Furthermore, according to Widodo et al., (2019) organizational commitment is an important 

dimension of behavior that can be used to assess the tendency of employees to stay as members of the organization. 

Commitment is the identification and connection of a person who is relatively strong in the organization. High 

organizational commitment has a different attitude than those with low commitment. Organizational commitment 

behavior results in work performance, low levels of absenteeism and low levels of employee turnover.
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Robbins & Judge (2016) says organizational commitment is defined as a condition in which an employee 

sides with a particular organization and its goals, and intends to maintain membership in that organization. 

Furthermore, Robbins & Judge (2016) also views organizational commitment as one of the work attitudes defined 

as an individual orientation towards the organization which includes loyalty, identification, and involvement, 

according to him, committed employees are less likely to withdraw jobs even if they are not. satisfied, because 

they have a sense of loyalty to the organization. The literature of organizational commitment was established three 

dimensions of organizational commitment, namely: (1) Affective Commitment, (2) Continuance Commitment and 

(3) Normative Commitment. Based on the introduction and literature review, the hypothesis formulation can be 

described as follows: 

 

Hypothesis Development 

From the research conceptual model, the following hypotheses can be formulated: 

H1 : Quality of Work Life has a positive and significant effect on OCB   

H2 : Quality of Work Life has a positive and significant effect on Organizational commitment. 

H3 : Organizational Commitment has a positive and significant effect on OCB 

H4 : Organizational Commitment mediates the relationship between QWL and OCB 

 

RESEARCH METHODOLOGY 

In this study, the population is 442 of the permanent employees who worked at PT. PetroChina International 

Jabung Ltd. If the population is less than 100 people, the total sample is taken, but if the population is greater than 

100 people, 10-15% or 20-25% or more of the population can be taken (Arikunto,  2016). The sampling method 

used is Non-Probability Sampling with purposive sampling technique, which is a sampling technique with certain 

considerations and criteria (Saunders et al., 2016). This technique was chosen because researchers have their own 

considerations, by deliberately selecting members of the population who are considered to be able to provide 

information, where the selected respondents have terms and conditions, namely permanent employees and a 

minimum length of work over 5 years. The number of samples in this study were 120 respondents. The data 

collection method uses a questionnaire on line method which is measured using a Likert scale of 1 to 7. The 

hypotheses was tested using PLS (Partial Least Square) method with the smartPLS program. 

 

RESULTS  

Evaluation  of the Measurement Model (Outer Model) 

Convergent Validity Test  

Convergent validity can be seen from the loading factor for each construct indicator. The rule of thumb used 

to assess convergent validity is that the loading factor value must be greater than 0.7. There are two criteria for 

assessing the outer model that meets the convergent validity requirements for a reflective construct, namely (1) 

loading must be above 0.7 and (2) significant p value < 0.05 (Abdillah & Jogiyanto 2016). 

According to Ghozali & Latan (2019) a questionnaire is declared valid if the AVE value > 0.5. If the loading 

score is between 0.5 - 0.7, the researcher should not delete the indicator that has the loading score as long as the 

AVE score and the indicator's communality > 0.5 (Abdillah & Hartono, 2015). 

In this research, an indicator is declared valid if it has a loading factor above 0.7 for a targeted construct and 

AVE value > 0.5. Tables 2 to 4 are the results of loading factor for question items for each variable after all initial 

data is entered into the SmartPLS program and run through the PLS Algoritm. 

The first variable is Quality of Work Life which is formulated in 35 question indicators. The loading factor 

for the quality of work life variable can be seen in table 2 below: 
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Table 2. Quality 

of Work Life 

Loading Factor 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Dimension Indicator Loading Factor Result 

Work Environment Safety (X1) 

X.1.1 0,463 invalid 

X.1.2 0, 172 invalid 

X.1.3 0,712 Valid 

Balanced Compensation (X2) 

X.2.1 0,723 Valid 

X.2.2 0,641 invalid 

X.2.3 0,710 Valid 

X.2.4 0,748 Valid 

Communication (X3) 

X.3.1 0,725 Valid 

X.3.2 0,800 Valid 

X.3.3 0,722 Valid 

X.3.4 0,824 Valid 

Conflict resolution (X4) 

X.4.1 0,720 Valid 

X.4.2 0,771 Valid 

X.4.3 0,783 Valid 

Career development (X5) 

X.5.1 0,784 Valid 

X5.2 0,737 Valid 

X.5.3 0,663 invalid 

X.5.4 0,724 Valid 

X.5.5 0,701 Valid 

Employee Participation (X6) 

X.6.1 0,778 Valid 

X.6.2 0,757 Valid 

X.6.3 0,762 Valid 

X.6.4 0,658 invalid 

Job Security (X7) 

X.7.1 0,828 Valid 

X.7.2 0,699 invalid 

X.7.3 0,606 invalid 

X.7.4 0,757 Valid 

Available Facilities (X8) 

X.8.1 0,714 Valid 

X.8.2 0,807 Valid 

X.8.3 0,749 Valid 

X.8.4 0,615 invalid 

Pride in the institution (X9) 

X.9.1 0,689 invalid 

X.9.2 0,649 invalid 

X.9.3 0,780 Valid 

X.9.4 0,741 Valid 

Source: Results of SmartPLS 3.3.3 Data Processing 

 
Based on the loading factor value in table 2, it is found that there are 10 indicators that have a loading 

factor value < 0.7. The ten indicators will be deleted because they cannot fulfill the construct validity in this 

research. 

The second variable is Organizational Commitment which is formulated in 24 question indicators. Loading 

Factor for organizational commitment can be seen in table 3 below:
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Source: Results of SmartPLS 3.3.3 Data Processing  

Based on the loading factor value in table 3 it is found that of the 24 (twenty four) indicators of 

organizational commitment questions, there are 12 (twelve) invalid question indicators because they have a loading 

factor value < 0.7 so that the twelve indicators will be deleted because it cannot fulfill the construct validity in this 

research. 

The third variable is organizational citizenship behavior which is formulated in 23 (twenty three) question 

indicators. Loading factors for OCB can be seen in table 4 below: 

Dimension Indicator Loading Factor Result 

Altruism (Y1) 

Y.1.1 0,731 Valid 

Y.1.2 0,585 invalid 

Y.1.3 0,712 Valid 

Y.1.4 0,653 invalid 

Conscientiousness (Y2) 

Y.2.1 0,775 Valid 

Y.2.2 0,768 Valid 

Y.2.3 0,768 Valid 

Y.2.4 0,775 Valid 

Y.2.5 0,827 Valid 

Y.2.6 0,489 invalid 

Sportmanship (Y3) 

Y.3.1 0,846 Valid 

Y.3.2 0,825 Valid 

Y.3.3 0,557 invalid 

Y.3.4 0,737 Valid 

Y.3.5 0,676 invalid 

Courtesy (Y4) 

Y.4.1 0,797 Valid 

Y.4.2 0,628 invalid 

Y.4.3 0,823 Valid 

Y.4.4 0,682 invalid 

Civic Virtue (Y5) 

Y.5.1 0,864 Valid 

Y.5.2 0,865 Valid 

Y.5.3 0,757 Valid 

Y.5.4 0,601 invalid 
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Table 3. 

Organizational 

Commitment 

Loading Factor  

 

 

 

 

 

 

 

 

Table 4. 

Organizational 

Citizenship 

Behavior Loading 

Factor 

 

 

 

Dimension Indicator Loading Factor Result 

Altruism (Y1) 

Y.1.1 0,731 Valid 

Y.1.2 0,585 invalid 

Y.1.3 0,712 Valid 

Y.1.4 0,653 invalid 

Conscientiousness (Y2) 

Y.2.1 0,775 Valid 

Y.2.2 0,768 Valid 

Y.2.3 0,768 Valid 

Y.2.4 0,775 Valid 

Y.2.5 0,827 Valid 

Y.2.6 0,489 invalid 

Sportmanship (Y3) 

Y.3.1 0,846 Valid 

Y.3.2 0,825 Valid 

Y.3.3 0,557 invalid 

Y.3.4 0,737 Valid 

Y.3.5 0,676 invalid 

Courtesy (Y4) 

Y.4.1 0,797 Valid 

Y.4.2 0,628 invalid 

Y.4.3 0,823 Valid 

Y.4.4 0,682 invalid 

Civic Virtue (Y5) 

Y.5.1 0,864 Valid 

Y.5.2 0,865 Valid 

Y.5.3 0,757 Valid 

Y.5.4 0,601 invalid 
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Table 5.  

AVE Value in 

each Construct 

(Research 

Variable) 

 

 

 

 

 

 

 

Table 6.  

Measurement 

Results of 

Composite 

Reliability and 

Cronbach Alpha 

 

 

 

 

 

 

 

 

Table 7.  

Output R-Square 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Based on the loading factor value in table 4, it is found that of the 23 (twenty three) indicators of 

organizational citizen behavior questions, there are 8 (eight) invalid question indicators because they have a 

loading factor value < 0.7. The eight indicators will be deleted because they cannot fulfill the construct validity 

in this research. 

Discriminant Validity Test  

To assess discriminant validity using  the Square root of AVE value for each construct. If the AVE 

value of each construct is greater than 0.50, it is said that the construct has a good validity discriminant value. 

The AVE value for each construct can be seen in table 5 below: 

No Construct AVE 

1 Quality of Work Life (X) 0,598 

2 Commitment Organization (M) 0,726 

3 Organizational Citizenship behavior (Y) 0,670 
Source: Results of SmartPLS 3.3.3 Data Processing 

Based on the AVE value of each construct in the table above, it shows that the value is greater than 

0.50, which means that each of these constructs has good discriminant validity. 

 

Reliability Test 

After measuring the convergent validity and measuring the discriminant validity, finally the internal 

reliability test was carried out which was measured by two criteria, namely composite reliability and Cronbach 

alpha from the indicator block measuring the variables. The construct is declared reliable if the composite 

reliability and Cronbach alpha value is above 0.70 (Ghozali and Latan, 2019). 

Variabel Composite Reliability Cronbach Alpha 

Quality of Work Life (X) 0,970 0,968 

Commitment Organization (M) 0,964 0,958 

Organizational Citizenship behavior (Y) 0,963 0,958 

Source: Results of SmartPLS 3.3.3 Data Processing 
 

Based on the data table 6 shows the results of the composite reliability and Cronbach alpha output for 

each variable, the quality of work life, organizational commitment and organizational citizenship behavior are 

very reliable because they have a measurement value above 0.7, meaning that the indicators of all variables are 

considered reliable to be used as research instrument. Based on the values of composite reliability in table 6, it 

can be concluded that the actual data of this study meets the reliability test. 

 

Inner Model Evaluation 

Ghozali and Latan (2019) state that the inner model or structural model testing is carried out to see the 

relationship between constructs or latent variables seen from the R-Square of the research model. 

 

Construct Variables R-Square R-Square Adjusted 

Commitment Organization  0,606 0,602 

Organizational Citizenship 

behavior  

0,513 0,504 

                          Source: Results of SmartPLS 3.3.3 Data Processing 

 

The R-Square value from the results of the analysis using SmartPLS software, obtained a value of 0.513 

to the dependent variable Organizational Citizenship Behavior. Thus it can be said that Organizational Citizenship 

Behavior can be explained by the Quality of Work Life and Organizational Commitment by 51% while the rest, 

namely 49%, is influenced by other variables that are not explained in this research. Meanwhile, the R-Square for 

the mediating variable of organizational commitment has a value of 0.606. Thus it can be said that organizational 

commitment can be explained by the Quality of Work Life by 61%, while the rest, which is 39%, is influenced by 

other variables that cannot be explained in this research. 
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HYPOTHESIS TESTING 

Direct Effect   

Hypothesis testing in this study is used to test the direct effect of the independent variable (X) on the 

dependent variable (Y), and the effect of the independent variable (X) on the dependent variable (Y) after being 

mediated by the mediating variable (M) by looking at the t-values in each path. The calculated t value is obtained 

from the results of data processing using a procedure called bootstrap, SmartPLS version 3.3.3 can produce t-

statistics of path coefficients (inner model) and t-statistics of outer loadings to test the significance of structural 

models and measurement models. To test the hypothesis, it can be seen from the magnitude of the p-value. If the 

p-value is ≤ 0.05, the variable relationship is significant. The following table is the result of SmartPLS 3.3.3 data 

processing. 

 

  

Original 

Sample 

(O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Values 

Information 

QWL -> OC 0,778 0,784 0,038 20,257 0,000 Accepted 

QWL -> OCB 0,319 0,323 0,100 3,193 0,001 Accepted 

OC -> OCB 0,440 0,444 0,110 3,988 0,000 Accepted 

           Source: Results of SmartPLS 3.3.3 Data Processing 

 

Indirect Effect  

Testing the indirect effect by involving the mediating variable can be seen from the comparison of the 

direct effect with the total effect (Ghozali and Latan, 2019). If the direct effect is smaller than the total effect, it is 

evident that the organizational commitment variable is a mediating variable or it can also be seen by the probability 

value, where if the P-value is < 0.05, the organizational commitment variable can mediate the influence between 

the quality of work life and organizational citizenship behavior. 

 

 
Original 

Sample 

(O) 

Sample 

Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 
P Values 

Information 

QWL -> OC-

>OCB 
0,342 0,348 0,087 3,945 0,000 

Accepted 

 

The results show that the influence between the quality of work life on organizational citizenship behavior 

results in a path coefficient value of 0.342 and a T-statistic value of 3.945 (t > 1.96) with a significance level of 

p-value = 0.000 ( p-value < 0.05). These results indicate that the influence of the quality of work life on 

organizational citizenship behavior mediated by organizational commitment is positive and significant, so that 

hypothesis 4 (H4)  accepted  
 

Mediation Effect 

According to Sholihin dan Ratmono (2013) the mediation testing procedure in SEM-PLS with the 

variance accounted for (VAF) method as follows: 

a) The direct effect (X → Y) when the mediating variable has not been included must be significant. It is known 

that the path coefficient of the quality of work life on organizational citizenship behavior before being mediated 

by organizational commitment is 0.319 with p-value 0.001 (significant). 

b) The indirect effect of X → M then M → Y after the mediating variable is entered into the model must be 

significant. It is known that the path coefficient of the quality of work life to organizational commitment is 

0.778 with p-value 0.000 (significant) then the path coefficient of organizational commitment to organizational 

citizenship behavior is 0.440 with p-value 0.000 (significant). 

c) It is known that the direct effect of X → Y (significant) and the indirect effect of X → M (significant) then M 

→ Y (significant), so this condition fulfills the procedure in mediation testing in SEM-PLS with the variance 

accounted for (VAF) method. 

The following table show the VAF calculation 
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Table 10. 

Variance 

Accounted For 

(VAF) Calculation 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Influence Description The calculation results 

Indirect Effect 

QWL → COMMITMENT = 0,778 

COMMITMENT → OCB = 0,440 

 

0,778 * 0,440 

= 0, 342 

Direct Effect 

QWL → OCB = 0,319 

 

0,319 

Total Effect 0,342 + 0,319 

= 0,661 

Variance Accounted For (VAF) 

(Indirect Effect/ Total Effect 

0,342 / 0,661 

= 0,517 atau 51,7% 

             Source: Primary data processed in (2021) 

 

From the calculation of table 10 above, it can be seen that the calculation results of the variance accounted 

for (VAF) table are 51.7%. The VAF value is greater than 20% but less than 80%, this indicates that the variable 

organizational commitment as a partial mediation influences the quality of work life on organizational citizenship 

behavior (OCB), which means that the quality of work life in part has a direct effect on organizational citizenship 

behavior (OCB) of employees and partially mediated by organizational commitment. 

 

DISCUSSION 

The first finding of this study show the positive correlation coefficient. It indicates that the higher the 

quality of work life, the higher the employee's OCB, vice versa. This finding is in line with  Kurniawati (2018) 

which concluded that the quality of work life has a significant effect on the OCB. Kurniawati (2018) also explained 

that in an organization the quality of work life is very important to be considered as a supporter of the OCB, 

because employees who have high quality of work life will encourage actions taken by employees that exceed the 

minimum requirements expected by the role of the organization. With the implementation of good quality of work 

life in the organization, it is expected that it will be able to encourage the behavior of the employees of the 

employee organization in the organization. This confirms that the quality of work life has become a necessity for 

organizations out of necessity  (Duyan, Serpil, Neslihan and Darren, 2013). 

The results of this study are also supported by the results of research conducted by Pio & Lengkong 

(2020) ; Ojo et al., (2020) and Wibowo et al., (2020) which revealed that the Quality of Work Life has a significant 

effect on the organizational citizenship behavior. According to Susanti (2015) in developing organizational 

citizenship behavior, it also requires the creation of good quality of work life. Employees who have a high quality 

of work life will encourage the emergence of organizational citizenship behavior in employees, because they have 

a greater possibility to speak positively about the organization, willingness to help others and do work to exceed 

what the organization expects. This contribution indicates that the variable quality of work life has an important 

role in shaping employee organizational citizenship behavior (OCB).  
 The second finding of this this study indicate a positive and significant influence between the quality of 

work life and organizational commitment. Quality of work life is a process in which organizations respond to 

employee needs by developing mechanisms to allow employees to give full contribution and participate in making 

decisions and regulating their work life in a company. Quality of work life for employees is one of the important 

goals in meeting the needs and desires of employees. Quality of work life is the employee's perception of his 

physical and well-being at work. There are two views as to what the quality of work life means. First, the quality 

of work life is a number of circumstances and practices of the organization (eg worker involvement, comfortable 

working conditions, and career development). While the second, the quality of work life is the perception of 

employees that they want to feel safe, they feel satisfied, and get the opportunity to grow and develop as human 

beings. 

Quality of work life as a management system approach to coordinating and linking the potential of human 

resources in the organization, as an effort by the leadership to meet the needs of members and organizations 

simultaneously and continuously. Quality of work life is a form of philosophy applied by management in managing 

organizations in general and human resources in particular. As a philosophy, the quality of work life is a 

management perspective on people, workers and organizations. The findings in this study indicate that the quality 

of work life has a positive and significant effect on organizational commitment. This means that changes in 

organizational commitment by employees are influenced by the quality of work life. In line with the research 

conducted by Agus & Selvaraj (2020)  that employee commitment partially mediates the relationship between the 

quality of work life and the intention to stay. In conclusion, if employees are satisfied with the quality of their 

work life, the stronger the employee's commitment to being in the organization and ultimately their intention to 

stay.  
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The same research was also conducted by Pramudena (2019) ; Akar (2018) and Farid et al., (2015) 

which show that the variable quality of work life has a positive and significant effect on organizational 

commitment. With a good quality of work life, employee commitment will increase. Employees who value the 

achievement of the quality of work life will give more commitment in return for the organization.  

  The third finding of this study indicate a positive and significant influence between organizational 

commitment and organizational citizenship behavior. It means that the higher the organizational commitment of 

the employees, the higher the organizational citizenship behavior of employees. It shows that employees who 

have organizational commitment will do not only tasks that have become their obligations but will voluntarily 

do things that are extra efforts, high dedication to the company and a level of sacrifice to existing work, support 

and comply with every policy issued by the workplace, accept every policy, regulation and procedure established 

by the company and there is high loyalty to the company so that it will foster the organizational citizenship 

behavior in itself. 

This research is supported by Vincent Obedgiu & Vincent Bagire (2017) ; Zayas-Ortiz, M., Rosario, E., 

Marquez, E., & Gruñeiro (2015) ; Sumiati et al., (2018) ; Wibawa (2019) ; Nurwadi & Ardana (2019)  and 

Biswan (2019) who prove that organizational commitment has significant effect on the organizational citizenship 

behavior where employees with high organizational commitment will have a positive impact at work, by giving 

their best efforts to carry out their duties.  

The fourth findings indicate that organizational commitment mediates the effect of the quality of work 

life on the organizational citizenship behavior of employees The mediation testing shows that this model is a 

partial mediation, which means the affects of quality of work life to the organizational citizenship behavior not 

only directly, but also indirectly through organizational commitment as mediators. 

This result means that the implementation of the quality of work life can optimally foster OCB if the 

PetroChina Company increases organizational commitment of employees. Moreover, it is supported by the 

optimal application of the 9 dimensions of quality of work life as stated by Cascio (2003) and Avianti & Kartika 

(2017). Increasing QWL is very supportive in creating and encouraging the formation of employee OCB 

behavior and this is done in order to streamline and develop the organization. Organizational commitment has 

an important role in mediating the effect of quality of work life on the organizational citizenship behavior, 

employees who have high organizational commitment will have loyalty, doing work not only tasks that have 

become their obligations, but will voluntarily do things that can be classified. As an extra effort, the quality of 

work life is seen as being able to increase the participation and contribution of employees to the company, the 

quality of work life is a level where members of an organization are able to satisfy important personal needs 

through their experience in doing work for the company. 

This study supports the study of  Chrisienty (2015) which shows that the quality of work life has a 

positive effect on employee organizational commitment.  The quality of work life can be said to be a concept 

that seeks to condition the work environment in the company optimally so that each employee is able to mobilize 

all the ability it has. In addition, employees who have organizational commitment will do work that is not only 

in accordance with existing jobs, but also perform other jobs (extra roles), this extra-role behavior is also known 

as Organizational Citizenship Behavior (Gunastri et al., 2019). 

This finding is also in line with research conducted by Akar (2018).  His finding show that someone who is 

committed to his organization will often display OCB which will support organizational success. This research 

also shows that it turns out that organizational commitment is a factor that strengthens the mediating effect of 

the quality of work life on the organizational citizenship behavior. The OCB are influenced by several motives, 

including commitment to the organization where there is a desire to participate well in the organization and pride 

to be part of the organization, this includes ways of developing goals or meeting organizational needs which 

essentially put the mission of the organization ahead of personal interests (Wahyuni and Supartha, 2019), 

 

CONCLUSIONS  

Quality of work life has positive and significant effect on the organizational citizenship behavior. This 

means that the better of the implementation of quality work life programs, the higher the employee's OCB level. 

Quality of work life also has positive and significant effect on employee organizational commitment. This means 

that with good quality of work life, employee commitment will increase. 

Organizational commitment has positive and significant effect on the organizational citizenship behavior. 

This imply to increase OCB can be conducted by increasing the organizational commitment directly.Indirectly, 

through the increasing of quality of work life and then organizational commitment.  
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