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This study aims to determine the impacts of Quality of World Life (QWL),
Work Motivation (WM) on Organizational Citizenship Behavior (OCB)
mediated by Job Satisfaction (JS). Here, information and data are obtained
from 171 responses from PT. Regar sport Industri Indonesia employees
collected using online questionnaires. The data were analyzed via factor
analysis with SPSS supports. From the analysis, the results describe that there
is a direct effect of QWL and WM on OCB. Furthermore, there is an indirect
influence of QWL and WM on OCB mediated by JS. Interestingly, the
mediation variable is incapable to directly affect the OCB. Therefore, this
study demonstrates the importance of QWL and motivation so that Job
Satisfaction is fulfilled and finally the formation of OCB employees is
established.
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Introduction

The apparel industry is one of the manufacturing sectors, which its development needs to be encouraged to
Based on the data from Central Statistics Agency (2018), during the first
quarter (Y-on-Y), the clothing industry recorded the highest production growth compared to other sectors by
Meanwhile, the Q-t-Q clothing industry grew by 8.79 %, which was the

remain productive and competitive.

29.19% in the first quarter of 2018.

second-highest after the Furniture Industry.
1,87% 10.86% _7.15% ,4.97% 13,17% 29,19%
2014 2015 2016 2017 2018 2019 Triwulan |

Figure 1. Clothing Production Growth 2014-2019
Source: Central Bureau of Statistics Data, 2019

The apparel industry for sports

(jersey) such as PT. Regarsport Industri Indonesia (PT. RII) with +476
employees, of course, needs to manage human resources so that their productivity is maintained properly. In
addition to managing internal employees, the company also collaborates through partnerships with tailors
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from 13 sub-districts in Wonogiri Regency, Central Java Province. In the 2014-2018 period, the company's
corporate growth reached an average of 300% each year with a sales turnover of IDR 360 million, 1.2 billion,
4.2 billion, 16 billion, and 36 billion from 2014 to 2018, respectively. From these achievements, the company
received the "Outstanding Start-Up Business" award in the Solo Best Brand Index 2019 event. Currently, the
company has 50 brands, £ 250 agents, and = 16000 resellers.

The growth of the apparel industry has an impact on the increment of business competition. Therefore,
companies need to develop management effectiveness, especially in the management of supporting human
resources to keep their business lines stable and grow according to market conditions and be able to compete
with competitors. This becomes a big challenge in human resources (HR) management for PT. Regarsport
Industri Indonesia. Therefore, in this research, an in-depth study was conducted on Quality of Work Life
(QWL), Work Motivation, Job Satisfaction and Organizational Citizenship Behavior (OCB).

OCB is a discretionary behavior that contributes to the psychological and social environment of the
workplace, organizations want and need employees who work outside their job descriptions (Robbins and
Judge, 2015). The predictors that create OCB include Job satisfaction, Quality of Work Life and Work
Motivation (Pio and Tampi, 2018; Gyekye and Haybatollahi, 2015; Jung and Yoon, 2015).

Quality of Work Life (QWL) is a way to create a sense of security and satisfaction at work which aims to
make HR in their environment competitive. With QWL, the whole organization will also be competitive in
realizing its existence (Nawawi, 2001). The indicators to measure QWL are physical safety, pay, job security,
appreciation, right to say, realization of potential and promotion prospects (Muskat and Reitsamer, 2020)

Motivation is defined as the factors that direct and encourage a person's behavior or desire to carry out an
activity that is expressed in the form of hard or weak efforts (Hariandja, 2009). Maslow's theory (Maslow's
Hierarchy Theory) explains that humans are motivated to satisfy a number of their needs which tend to be
innate (physical needs, security, safety, social, appreciation, and self-actualization).Companies that pay
attention to the needs of employees will lead to satisfaction to employees that affects work productivity, such
as: absenteeism, labor turnover, morale, reduced complaints and personnel problems (Handoko, 2012). Giving
motivation to employees will be positively related to the value of job satisfaction and form a positive work
environment (Roche and Haar, 2020; Pang and Lu, 2018).

Job Satisfaction is important to note since someone with a high level of job satisfaction has a positive
perception about their job, while people with a low level of satisfaction have the opposite (Robbins and Judge,
2015). Narzary and Palo's research (2019) stated that Job Satisfaction had a positive and significant effect on
OCB that was in line with the research by Belwakar, et.,al (2018).

This research is critical to be studied as recommendations to companies regarding HR management
decisions. With high QWL, Work Motivation and Job Satisfaction, employees have positive feelings about
their work (Robbins and Judge, 2015) so that the employee’s OCB can be created. With the help of the
VOSviewer application, it can be seen that the study discussing QWL, Work Mortivation, Job Satisfaction and
OCB has not been carried out by many researchers. The use of job satisfaction as a mediating variable is a new
development from earlier researches.

This study aims to determine the direct and indirect impact of Quality of Work Life, Work Motivation on
Organizational Citizenship Behavior mediated by Job Satisfaction. Data were obtained through questionnaires
distributed to the employees of PT. Regarsport Industri Indonesia. The hypotheses will be tested by several
analysis methods, which were supported by the SPSS analysis tool.

Hypotheses

This study aimed to test several hypotheses. Hypotheses were developed to test the predicted logical
relationship between two or more variables expressed in the statement (Sekaran, 2017). The variables and
theoretical framework were developed based on the limitations and suggestions from previous researches,
written as follows:

H1: Quality of Work Life (QWL) is expected to directly affect the Organizational Citizenship Behavior (OCB)

Pio and Tampi (2018) observed QWL and OCB, and the outcomes confirmed that there was a significant
direct influence between QWL and OCB. Utunggadewi and Indrawati (2019) examined the relationship
between the Quality of Work Life and OCB, the yields assured that there was a significant positive
relationship between QWL and OCB. Kesumawijaya and Gorda (2016) studied Leader-Member Exchange,
QWL, Working Satisfaction, and OCB, and the proceeds revealed that there was a positive relationship
between QWL and OCB.
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H2: Quality of Work Life (QWL) is expected to have a direct effect onJob Satisfaction

Dhamija et al., (2019) measured Job Satisfaction through the use of QWL, the outcomes exhibited that there
was a variance in Job Satisfaction as explained by QWL where a non-conducive work environment had
confirmed a negative relationship with Job Satisfaction. Muscat and Reitsmaster (2020) examined QWL and
generation Y as moderation and Job Satisfaction as the dependent variable, they found that QWL affected Job
Satisfaction. Lee et al., (2015) investigated QWL and Job Satisfaction, and found that each QWL attribute
showed a significant and varied asymmetric or linear impact on Job Satisfaction. Kim, et al., (2018) reported
the leverages of CSR responsibility on employee welfare, the results of this study confirmed that QWL theory
affected Job Satisfaction.

H3: Work Motivationis expected to have a direct effect onOrganizational Citizenship Behavior (OCB)

Sugiarti and Umi (2014) observed motivation and commitment as independent variables, Job Satisfaction as a
mediating variable, and OCB as the dependent variable which the yields indicated that work motivation had
an impact on OCB. Alif (2015) studied the influence of work motivation, career development, and work
environment on OCB with job satisfaction as a mediating variable, the proceeds demonstrated that there was a
positive and significant influence between work motivation and OCB. Diatmika and Suwandana (2016)
inspected the effect of organizational commitment and motivation on OCB, the findings denoted that work
motivation had positive and significant leverage on OCB.

H4: Work Motivationis expected to have a direct effect onJob Satisfaction

Roche and Haar (2020) investigated Motivation, Work-Family Enrichment, and Job Satisfaction, the
outcomes exposed that self-determined motivation was positively related to Job Satisfaction. Pang and Lu
(2018) examined organizational motivation, job satisfaction, and performance, and the yields revealed that
“remuneration” and “work environment” had a positive impact on job satisfaction. Fatmasari, et al., (2018)
investigated QWL, motivation and job satisfaction, and employee engagement, and found that motivation
given to lecturers could increase satisfaction.

HS5: Job Satisfaction is expected to have a direct effect onOrganizational Citizenship Behavior (OCB)

Pio and Tampi (2018) inspected job satisfaction and OCB, and the yields exhibited that there was a significant
direct influence between job satisfaction and OCB. Gyekne and Haybatollahi (2015) examined the factors that
could predict OCB, and the outcomes presented that job satisfaction was a significant predictor of OCB. Jung
and Yoon (2015) studied the impact of positive psychological capital on job satisfaction and OCB
demonstrating that job satisfaction was positively related to OCB. Narzary and Palo (2019) observed the
relationship of spirituality and job satisfaction to OCB, the outcomes showed that job satisfaction had a
significant and positive effect on OCB.

H6: Quality of Work Life (QWL) is expected to have a direct effect onOrganizational Citizenship Behavior (OCB)
throughJob Satisfaction as mediating variable

Auxdila, et al. (2018) observed the influence of QWL and Organizational Climate on Job Satisfaction which
had implications for OCB, the results of this study pointed out that the impact was positive and significant for
QWL on Job Satisfaction and OCB.

H7: Work Motivationis expected to have a direct effect onOrganizational Citizenship Behavior (OCB) throughJob
Satisfaction as mediating variable

Sugiarti and Umi (2014) examined motivation and commitment as independent variables, where Job
Satisfaction was a mediating variable and OCB was the dependent variable. The proceeds designated that
work motivation and organizational commitment had indirect leverage on OCB through job satisfaction, thus
it could be concluded that job satisfaction is a variable that mediates between motivation and OCB.

H1
uality Of Work Life

4

H2 H6

Organizational
B> Citizenship Behavior
(OCB)

A

Job Satisfaction

H7
i

H3

Figure 1. Thinking Framework
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Method

This research employed quantitative methods. The population in this research was all employees at PT.
Regarsport Industri Indonesia in which population referred to a whole group of people, events, or interesting
things that would be investigated by researchers. Here, the researcher would make an opinion based on sample
statistics (Sekaran & Bougie, 2017). Non-probability Sampling data collection techniques were carried out by
giving a set of questions to respondents to be answered (Sugiyono, 2010). The selected non-probability
sampling was purposive sampling, which was a sample based on a certain balance involving selecting subjects
that were favorable or in the best position to provide the necessary information (Sekaran & Bougie, 2017). The
samples were employees who had permanent status at PT. Regarsport Industri Indonesia. The measurement of
the minimum number of samples referred to the statement of Hair, et al (2019) that the number of samples
used as respondents must be adjusted to the number of question indicators used in the questionnaire, namely n
x 10 observed variables (indicators). Based on these opinions, research at PT. Regarsport Industri Indonesia
employed multivariate analysis with a total of 29 indicators/ questions to measure 4 variables so that the
minimum sample size is 145 respondents.

This study employed an online questionnaire with a Likert scale of 1-7 sent to all respondents. The
questions given were able to explain the description of the variables, which were measured from the indicators
listed on the questionnaire. QWL questions included: work environment safety, compensation,
communication, conflict resolution, career development, employee participation, facilities, and pride in the
institution (Cascio, 1998). Work Motivation questions included physiological, safety, social needs,
appreciation, and self-actualization (Griffin, 2013). Job Satisfaction questions involved: opportunities for
advancement, job security, salary and facilities, stable working conditions & conditions, supervision, intrinsic
factors of work, social aspects, communication (Gilmer, 2006). Meanwhile, OCB questions were Altruism,
Courtesy, Sportsmanship, Conscientiousness, Civic Virtue (Organ, 1988).

Primary data was carried out by descriptive analysis, which aimed to describe the collective data (Astuti,
2014). Then, a Factor Analysis was carried out, where the researcher identified the dimensions of a structure
and then determined to what extent each variable could be explained by each dimension, and a Sobel test was
carried out to determine the direct and indirect effects of the variables studied (Ghozali, 2013).

Result and Discussion

From a total of 171 respondents who filled out the online questionnaire, and considering the minimum work
period of one year, 163 respondents were selected to be analyzed. The classification of respondents was 87%
and 13% for males and females, respectively. The respondents aged between 18-24 were 57%, whereas 43%
were aged between 25-50. Respondents with high school education/equivalent were 76% and university
graduates were 24%. Respondents with the position of staff/operator and Supervisor / Manager were 87% and
13%, respectively. Respondents with a work span of 1-2 years were 81% and more than 2 years was 19%. The
data were tested for validity with the Extraction Method via Varimax with Kaiser Normalization. The
outcome of this test is the validity of the reduction of the variable indicator from 29 to 17. The yield on the
QWL variable is the elimination of indicators X1.5, X1.6, X1.7, X1.8. In the Work Motivation (WM)
variable, the elimination is not presented. The Job Satisfaction variable is the elimination of indicatorsZ.3, Z.5,
Z.6 and for the OCB variable, namely the elimination of indicatorsY.2, Y.7. Y.8,Y.9, Y.10.

Table 2. Factor Analysis

Variabel Indikator Component
1 2 3 4
QWL X1.1 131 251 757 .268
X1.2 237 276 713 .006
X1.3 .164 438 611 222
X1.4 .166 .405 .528 402
WM X2.1 .235 -.045 612 .409
X2.2 .146 .586 419 134
X2.3 .364 .814 181 .092
X24 .169 .750 .206 .314
X2.5 .163 .544 311 533
JS Z.1 .409 .290 .230 .604
7.2 287 173 .079 .826
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Variabel Indikator Component
1 2 3 4
Z.4 142 131 .306 750
OCB Y.1 521 438 297 .094
Y.3 .660 494 .099 .067
Y.4 .743 .038 194 .320
Y.5 .704 222 236 .260
Y.6 .851 .185 136 .196

After the factor analysis was conducted, multiple regression tests were implemented by including valid
indicators.

Table 3 . Regression Coefficients X1 (QWL) and X2 (WM) on Z (JS)

Unstandardized Standardized
Model Coefficients Coefficients
B Std. Error Beta t Sig.
1 (Constant) 1.936 .877 2.208 .029
X1 .209 .075 251 2.806 .006
X2 .324 .061 471 5.279 .000

a. Dependent Variable: Z (Job Satisfaction)
b. Predictors: (Constant), X1, X2

As apparent in Table 3, the yield displays that the significant value or p-value X1 at Z is 0.006 < 0.006, thus
Hypothesis 2 is accepted or it can be interpreted that Quality of Work Life (QWL) has leverage on Job
Satisfaction, this is following with the study of Dhamija et al., (2019), Muscat and Reitsmaster (2020), Lee, et
al., (2015, Kim et al (2018). Meanwhile, the p-value of X2 at Z 0,000 < 0.05, thus Hypothesis 4 is accepted or
it can be interpreted that Work Motivation has an impact on Job Satisfaction. This is in good agreement with
the studies of Roche and Haar (2020), Pang and Lu (2018), Fatmasari et al., (2018).

Table 4. Coefficients Regression X1 (QWL), X2 (WM) and Z (JS) on Y (OCB)

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 8.067 1.087 7.423 .000
X1 127 .093 119 1.356 177
X2 332 .081 .379 4.094 .000
Z .386 .097 .302 3.995 .000

a. Dependent Variable: Y (OCB)
b. Predictors: (Constant), Z, X1, X2

As seen from Table 4, it is known that the significance value or p-value of X1 at Y 0.177 < 0.05, then
Hypothesis 1 is rejected or it can be interpreted that Quality of Work-Life does not have a direct effect on
OCB. This result is different from the studies of Pio and Tampi (2018), Utunggadewi and Indrawati (2019),
Kesumawijaya and Gorda (2016) which stated that QWL had direct leverage on OCB. Then the p-value X2 at
Y 0,000 < 0.05, which means Hypothesis 3 is accepted or it can be interpreted that Work Motivation has a
direct influence on OCB. This yield is appropriate with the investigation conducted by Sugiarti and Umi
(2014), Alif (2015), Diatmika and Suwandana (2016). Meanwhile, the p-value Z at Y 0,000 < 0.05, which
means Hypothesis 5 is accepted or it can be interpreted that Job Satisfaction has direct leverage on OCB. This
result is in accordance with the outcomes researches of Gyekne and Haybatollahi (2015), Jung and Yoon
(2015), and Narzary and Palo (2019).

The examination of mediator variables can be done via a bootstrapping technique, a nonparametric
approach that does not assume the form of variable distribution and can be applied to small sample size.
Preacher and Hayes (2008) have developed a single test in the form of an SPSS script with the provisions of the
z-value > 1.96 or p-value <0.05.
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Table 5. Sobel Test X1 (QWL) on Y (OCB) through Z (JS) as mediating variable

Input Test statistic Std Error p-value
a 0,209 Sobel test  2,28262991 0,03534257 0,02245218
b 0,386 Aroian test  2,23575557 0,03608355 0,02536779
S, 0,075 Goodman test 2,3325818 0,03458571 0,01967011
S5 0,097

The proceeds of the Sobel test are presented in Table 5 reveal that the p-value is 0.022 < 0.05, thus
Hypothesis 6 is accepted or it can be interpreted that Quality of Work Life (QWL) affects Organizational
Citizenship Behavior (OCB) through Job Satisfaction as a mediating variable. This corresponds with the report
of Ardila, et al (2018) who investigated the effect of Quality of Work Life (Qwl) and Organizational Climate
on Job Satisfaction which had implications for Organizational Citizenship Behavior OCB). Therefore, the
results of this study indicate that the impact is positive and significant: QWL on Job Satisfaction. As for QWL
on OCB, there is a positive and significant influence of Job Satisfaction on OCB.

Table 6 . Sobel Test X2 (WM) on Y (OCB) through Z (JS) as mediating variable

Input Test statistic Std Error p-value
a 0,324 Sobel test  3,18472075 0,03927001 0,00144894
b 0,386 Aroian test  3,14917369 0,03971327 0,00163733
Sa 0,061 Goodman test 3,22149937 0,03882167 0,00127522
Sy 0,097

From the Sobel test presented in Table 6, the result shows that the p-value is 0.001 < 0.05, thus Hypothesis
7 is accepted or it can be interpreted that Work Motivation affects Organizational Citizenship Behavior (OCB)
through Job Satisfaction as a mediating variable. This is in line with the report of Sugiarti and Umi (2014)
which observed motivation and commitment as independent variables, Job Satisfaction as a mediating
variable, and OCB as the dependent variable. The results of the study indicate that work motivation and
organizational commitment have an indirect effect on OCB through job satisfaction, hence it can be concluded
that Job Satisfaction is a variable that mediates between motivation and OCB.

From the results of the above analysis, the results describe that there is a direct effect of QWL and WM on
OCB. Furthermore, there is an indirect influence of QWL and WM on OCB mediated by JS. then the
mediation variable is incapable to directly affect the OCB. Therefore, this study demonstrates the importance
of QWL and motivation so that Job Satisfaction is fulfilled and finally the formation of OCB employees is
established.

Conclusions

This study concludes that job satisfaction mediates the influence of quality of work-life and work motivation
on the Organizational Citizenship Behavior of Indonesian Industrial Regarsport employees. Employees who
are fulfilled with physiological, safety, social, reward, and opportunity will achieve high job satisfaction. Thus,
OCB is formed, which is an action outside of responsibility that encourages the effectiveness and function of
the organization itself. The unique finding in this study is that QWL does not directly affect OCB, however, it
must go through Job Satisfaction. This is in contrast to work motivation, which has both direct and indirect
effects on OCB. Future studies can be carried out in different organizational forms with the number of samples
that can be added as needed or by adding other variables that might form the OCB variable.

References

Alif, Abda. (2015). Pengaruh Motivasi Kerja, Pengembangan Karir dan Lingkungan Kerja terhadap Organizational
Citizenship Behavior (OCB) dengan Kepuasan Kerjasebagai Variabel Mediating pada perusahaanTermilan LPG.
JurnalllmiahManajemen VI(2), 291-309. https://doi.org/10.22441/jurnal mix

Axdila, W., Hulmansyah, H., & Huda, N. (2018). Pengaruh Quality of Work Life (Qwl) Dan Organizational Climate
Terhadap Kepuasan Kerja Yang Berimplikasi Pada Organizational Citizenship Behaviour (Ocb) Karyawan Di
Politeknik Lp31 Jakarta.Jurnal Lentera Bisnis, 7(1), 111-122. https://doi.org/10.34127/jrlab.v7i1.221

Astuti, SeptinPuji. (2014). PraktikumStatistika. Sukoharjo: Tekna Com.

Journal homepage: https://jurnal.iicet.org/index.php/jppi


https://dx.doi.org/10.22441/jurnal_mix

The impact of quality of work life (QWL) and work motivation ... 505

Belwalkar, S., Vohra, V., & Pandey, A. (2018). The relationship between workplace spirituality, job
satisfaction and organizational citizenship behaviors — an empirical study. Social Responsibility Journal,
14(2), 410-430. https://doi.org/10.1108/SRJ-05-2016-0096

Cascio, W.F. (2006). Managing Human resources, productivity, quality of work life,profit. New York: Mc Graw-Hill

Dhamija, P., Gupta, S., & Bag, S. (2019). Measuring of job satisfaction: the use of quality of work life factors.
Benchmarking, 26(3), 871-892. https://doi.org/10.1108/B1J-06-2018-0155

Diatmika dan Suwandana (2016). Pengaruh Komitmen Organisasi dan Motivasi Kerja terhadap Organizational
Ciitizenship Behavior di Alam Puri. E-Jurnal Manajemen Unud, Vol 5 No.11, 2016:7128-7155. ISSN 2303-
8912.

Endayani, F., Musadieq, M. Al, &Afrianty, T. W. (2018). RIOAS, 2(74), February 2018. RJOAS,

Foote, D. A., & Li-Ping, T. (2008). Job satisfaction and organizational citizenship behavior (OCB): Does team
commitment make a difference in self-directed teams? Management Decision, 46(6), 933-947.
https://doi.org/10.1108/00251740810882680

Ghozali, Imam dan Hengky Latan. (2015). Partial Least Squares Konsep, Teknik dan Aplikasi. Semarang: Badan
Penerbit Universitas Diponegoro

Ghozali, Imam. (2013). AplikasiAnalisis Multivariate dengan program SPSS 21. Semarang: Badan Penerbit

Universitas Diponegoro

Griffin, Ricky W. (2004). Manajemen Jilid 2 Edisi 7. Jakarta: Erlangga

Gyekye, S. A., &Haybatollahi, M. (2015). Organizational citizenship behavior: An empirical investigation of
the impact of age and job satisfaction on Ghanaian industrial workers. International Journal of
Organizational Analysis, 23(2), 285-301. https://doi.org/10.1108/IJOA-08-2012-0586

Hair, G., dkk (2019). Multivariate Data Analysis Eighth edition. United Kingdom: Cencage Learning EMEA

Handoko, T. Hani (2012).Manajemen Personalia dan SumberDayaManusiaedisiketiga. Yogjakarta: BPFE-

Yogjakarta.

Hariandja, Marihot Tua Efendi. (2009). Manajemen Sumber Daya Manusia. Jakarta. Grasindo

Huang, C. C.,, You, C. S., & Tsai, M. T. (2012). A multidimensional analysis of ethical climate, job
satisfaction, organizational commitment, and organizational citizenship behaviors. Nursing Ethics, 19(4),
513-529. https://doi.org/10.1177/0969733011433923

Indriantoro, Nur dan Bambang Supomo. 2001. Metodologi Penelitian Bisnis. Yogyakarta: BPFE

Ivancevich, John M., Robert Konopaske dan Michael T. Matteson. (2006). Perilaku dan ManajemenOrganisasi.
Erlangga

Jung, H. S., & Yoon, H. H. (2015). The impact of employees’ positive psychological capital on job satisfaction
and organizational citizenship behaviors in the hotel. International Journal of Contemporary Hospitality
Management, 27(6), 1135-1156. https://doi.org/10.1108/IJCHM-01-2014-0019

Kesumawijaya, I GedeArtha dan A.AN. Oka SuryadinathaGordha. (2016) Leader-Member Exchange,
Quality of Work Life, Working Satisfaction and Organizational Citizenship Behavior. JurnalManajemen
dan Bisnis Volume 5 (12),102-109. ISSN: 1829-8486

Kim, H. (Lina), Woo, E., Uysal, M., & Kwon, N. (2018). The effects of corporate social responsibility (CSR)
on employee well-being in the hospitality industry. International Journal of Contemporary Hospitality
Management, 30(3), 1584-1600. https://doi.org/10.1108/IJCHM-03-2016-0166

Kreitner, Robert dan Angelo Kinicki. (2014). PerilakuOrganisasiBuku 1 Edisi 9. Jakarta; SalembaEmpat

Lee, J. S., Back, K. J., & Chan, E. S. W. (2015). Quality of work life and job satisfaction among frontline hotel
employees a self-determination and need satisfaction theory approach. International Journal of
Contemporary Hospitality Management, 27(5), 768-789. https://doi.org/10.1108/IJCHM-11-2013-0530

Moorhead, Gregory dan Ricky W. Griffin. (2013). PerilakuOrganisasiManajemenSumberDayaManusia dan

OrganisasiEdisi 9. Jakarta: SalembaEmpat

Muskat, B., &Reitsamer, B. F. (2019). Quality of work life and Generation Y: How gender and organizational
type moderate job satisfaction. Personnel Review, 49(1), 265-283. https://doi.org/10.1108/PR-11-2018-
0448

Narzary, G., & Palo, S. (2020). Structural empowerment and organisational citizenship behaviour: The
mediating-moderating  effect of job satisfaction.  Personnel  Review, Vol 49(7),  1435-
1449. https://doi.org/10.1108/PR-11-2019-0632

Nawawi, Hadari. (2001). Manajemen Sumber Daya Manusia untuk bisnis yang kompetitif. Yogjakarta: Gadjah

Mada University Press.

Nurbiyati, Titik. (2014). Pengaruh Quality Work Life terhadap Kinerja pegawai dengan disiplin kerja dan kepuasan
kerja sebagai variable mediating. Jurnal Siasat Bisnis Vol 18 No.2 Juli 2014 Hal 246-256

Pang, K., & Lu, C. S. (2018). Organizational motivation, employee job satisfaction and organizational
performance: An empirical study of container shipping companies in Taiwan. Maritime Business Review,
3(1), 36-52. https://doi.org/10.1108/ MABR-03-2018-0007

Journal homepage: https://jurnal.iicet.org/index.php/jppi


https://doi.org/10.1108/PR-11-2019-0632

Hidayah, N. & Hendarsjah JPPI (Jurnal Penelitian Pendidikan Indonesia)
Vol. 7, No. 3, 2021, pp. 499-506
506

Permana, DwitaAngga., Hamid Djamhur dan Igbal Muhammad. (2015). Pengaruh Kualitas Kehidupan Kerja
dan Lingkungan Kerja terhadap Disiplin Kerja (Studi Kasus Karyawan PT.BNI (Persero) Cabang Utama Malang.
Jurnal Administrasi Bisnis (JAB). Vol 26 No2 Sept 2015 hal 1-10.

Pio, R. J., &Tampi, J. R. E. (2018). The influence of spiritual leadership on quality of work life, job
satisfaction and organizational citizenship behavior. International Journal of Law and Management, 60(2),
757-767. https://doi.org/10.1108/1JT.MA-03-2017-0028

Rahma,IsmadiwatidanWidiartanto. (2016). Pengaruh Quality Of Work Life Dan Komitmen Organisasional

Terhadap Kinerja Karyawan dengan Organizational Citizenship Behavior sebagai Variabel Mediating Pada Hotel
Amanda Hills Bandungan. Jurnal Ilmu Administrasi Bisnis, 5(4), 587-597.
https://ejournal3.undip.ac.id/index.php/jiab/article/view/13655
Robbins, Stephen P dan Mary Coulter. (2010). ManajemenEdisi 10. Jakarta: Erlangga
Robbins, Stephen P dan Timothy A. Judge. (2015). PerilakuOrganisasiEdisi 16. Jakarta: SalembaEmpat.
Roche, M., &Haar, J. (2019). Motivations, work—family enrichment and job satisfaction: an indirect effects
model. Personnel Review, 49(3), 903-920. https://doi.org/10.1108/PR-06-2019-0289
Sedarmayanti. (2011). Manajemen Sumber Daya Manusia Reformasi Birokrasi dan Manajemen Pegawai Sipil.
Bandung: PT Rafika Aditama.

Sekaran, Uma. (2017). Research Methods for Business Metodologi Penelitian Untuk Bisnis. Jakarta: Salemba
Empat.

Siagian, S. (2012). Manajemen Sumber Daya Manusia. Jakarta: Bumi Aksara

Sugiarti, Endangdan Umi Rusilowati. (2014). Pengaruh Motivasi Kerja Dan Komitmen Organisasi Terhadap
Organization  Citizenship Behaviour (OCB) dengan Variabel Kepuasan Kerja Sebagai Variabel Mediating.
KREATIF Jurnal Ilmiah Prodi Manajemen Universitas Pamulang. Vol. 1, No.2, April. 100-113.
http://dx.doi.org/10.32493/jk.v1i2. y2014.p%25p

Sugiyono. (2015). Metode Penelitian Pendidikan Pendekatan Kuantitatif, Kualitatif dan R&D. Bandung:

ALFABETA.

Sutrisno Edy. (2012). Manajemen Sumber Daya Manusia. KencanaPrenada Jakarta: Media Group.

Thoha, Miftah. (1998). Perilaku Organisasi Konsep dasar dan aplikasinya. Jakarta: PT Raja GrafindoPersada

Uttunggadewi, F. K., &Indrawati, E. S. (2019). Hubungan Antara Kualitas Kehidupan Kerjadengan Organizational
Citizenship Behavior ( OCB ) Pada Karyawan Bagian Customer Service PT . Garuda Indonesia. 8, 144-150.

https://ejournal3.undip.ac.id/index.php/empati/article/view/23588

Journal homepage: https://jurnal.iicet.org/index.php/jppi


https://doi.org/10.1108/IJLMA-03-2017-0028
https://ejournal3.undip.ac.id/index.php/jiab/article/view/13655
http://dx.doi.org/10.32493/jk.v1i2.%20y2014.p%25p
https://ejournal3.undip.ac.id/index.php/empati/article/view/23588

