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ABSTRACT 

This research was conducted to determine the effect of organizational culture and job satisfaction on 
organizational citizenship behavior through organizational commitment as an intervening variable in 
employees. This research design uses descriptive and verification methods with a quantitative approach. 
In determining the research sample, the authors used probability sampling with simple random 
sampling technique and used the degree of variability sample measurement, obtained as many as 134 
employees. The analysis method used is path analysis with t test and sobel test. The results showed that 
organizational citizenship behavior of employees through organizational culture, job satisfaction and 
organizational commitment in Pusdiklatwas BPKP employees is in the good category; organizational 
culture has a direct and positive effect on organizational commitment; job satisfaction has no direct 
and positive effect on organizational commitment; organizational culture has a direct and positive effect 
on organizational citizenship behavior; job satisfaction has a direct and positive effect on 
organizational citizenship behavior; organizational commitment has a direct and positive effect on 
organizational citizenship behavior; organizational culture has an indirect and positive effect on 
organizational citizenship behavior through organizational commitment; job satisfaction has no 
indirect and positive effect on organizational citizenship behavior. 

 
Keywords:  Organizational Citizenship Behavior; Organizational Commitment; Organizational 

Culture; Job Satisfaction 

ABSTRAK 

Penelitian ini dilakukan untuk mengetahui pengaruh budaya organisasi dan kepuasan kerja terhadap 
perilaku kewargaan organisasi (organizational citizenship behavior/OCB) melalui komitmen organisasi 
sebagai variabel intervening pada karyawan. Desain penelitian ini menggunakan metode deskriptif dan 
verifikatif dengan pendekatan kuantitatif. Dalam penentuan sampel penelitian, penulis menggunakan 
probability sampling dengan teknik simple random sampling serta pengukuran derajat variabilitas 
sampel, sehingga diperoleh sebanyak 134 karyawan. Metode analisis yang digunakan adalah analisis 
jalur (path analysis) dengan uji t dan uji Sobel. Hasil penelitian menunjukkan bahwa perilaku kewargaan 
organisasi pada karyawan melalui budaya organisasi, kepuasan kerja, dan komitmen organisasi di 
lingkungan karyawan Pusdiklatwas BPKP berada dalam kategori baik; budaya organisasi berpengaruh 
langsung dan positif terhadap komitmen organisasi; kepuasan kerja tidak berpengaruh langsung dan 
positif terhadap komitmen organisasi; budaya organisasi berpengaruh langsung dan positif terhadap 
perilaku kewargaan organisasi; kepuasan kerja berpengaruh langsung dan positif terhadap perilaku 
kewargaan organisasi; komitmen organisasi berpengaruh langsung dan positif terhadap perilaku 
kewargaan organisasi; budaya organisasi berpengaruh tidak langsung dan positif terhadap perilaku 
kewargaan organisasi melalui komitmen organisasi; kepuasan kerja tidak berpengaruh tidak langsung 
dan positif terhadap perilaku kewargaan organisasi. 

Kata Kunci:  Organizational Citizenship Behavior; Komitmen Organisasional; Budaya Organisasi; 
Kepuasan Kerja 
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INTRODUCTION                                         
In the$ co$mpe$titive$ e$ra, manage$rs in 

Indo$ne$sia in managing o$rganizatio$ns are$ 
ge$ne$rally familiar with and apply mo$de$rn 
manage$me$nt principle$s, such as the$ use$ o$f 
structural appro$ache$s, syste$ms, strate$gie$s, 
manage$me$nt by o$bje$ctive$s (MBO$) and so$ 
o$n, 10istribu$ugh the$re$ are$ still so$me$ 
o$rganizatio$ns that are$ still manage$d 
10istribut$nally. Nurhakim (2023) re$ve$ale$d 
that in fact the$re$ are$ still many e$xpe$rts and 
practitio$ne$rs who$ pay le$ss atte$ntio$n to$ 
o$rganizatio$nal culture$, e$ve$n tho$ugh 
o$rganizatio$nal culture$ can be$ use$d as o$ne$ o$f 
the$ manage$me$nt to$o$ls to$ achie$ve$ e$fficie$ncy, 
e$ffe$ctive$ne$ss, pro$ductivity, and wo$rk e$thic. 
The$ use$ o$f o$rganizatio$nal culture$ with 
re$fe$re$nce$ to$ the$ pre$vailing culture$ in the$ 
o$rganizatio$n. Succe$ssful o$rganizatio$ns 
ne$e$d e$mplo$ye$e$s who$ will do$ mo$re$ than just 
fo$rmal tasks and de$live$r pe$rfo$rmance$ that 
e$xce$e$ds e$xpe$ctatio$ns. Amo$ng the$ vario$us 
human re$so$urce$s o$wne$d by an o$rganizatio$n, 
human re$so$urce$s o$ccupy a strate$gic 
po$sitio$n amo$ng o$the$r re$so$urce$s. 

Acco$rding to$ Marko$zi in Titisari (2014) 
go$o$d citize$ns are$ like$ly to$ display 
o$rganizatio$nal citize$nship be$havio$r in the$ir 
wo$rk e$nviro$nme$nt, so$ that the$ o$rganizatio$n 
will be$ be$tte$r with e$mplo$ye$e$s who$ act 
o$rganizatio$nal citize$nship be$havio$r. 

O$ne$ o$rganizatio$n that is aware$ o$f the$ 
impo$rtance$ o$f O$rganizatio$nal Citize$nship 
Be$havio$r (O$CB) is the$ Ce$nte$r fo$r 
Supe$rviso$ry E$ducatio$n and Training 
(Pusdiklatwas) o$f the$ Financial and 
De$ve$lo$pme$nt Supe$rviso$ry Age$ncy (BPKP). 
The$ BPKP Supe$rviso$ry E$ducatio$n and 
Training Ce$nte$r (Pusdiklatwas) is a wo$rk 
unit o$f the$ Financial and De$ve$lo$pme$nt 
Supe$rviso$ry Age$ncy (BPKP), which was 
fo$rme$d in 1983 base$d o$n Pre$side$ntial 
De$cre$e$ o$f the$ Re$public o$f Indo$ne$sia 
Numbe$r 31, alo$ng with the$ e$stablishme$nt o$f 
the$ pare$nt 10istributio$n (Pusdiklatwas, 
2023). 

Base$d o$n the$ re$sults o$f a pre$-surve$y 
distribute$d to$ 20 e$mplo$ye$e$s re$garding 
o$rganizatio$nal citize$nship be$havio$r o$n May 

20, 2024, it is kno$wn that the$re$ are$ 
pro$ble$ms re$garding o$rganizatio$nal 
citize$nship be$havio$r in Pusdiklatwas BPKP 
e$mplo$ye$e$s, whe$re$ an ave$rage$ o$f 40% o$f 
e$mplo$ye$e$s state$d that o$rganizatio$nal 
citize$nship be$havio$r is no$t o$ptimally 
applie$d. The$ pro$ble$ms that o$ccur are$ 
tho$ught to$ be$ due$ to$ the$ lo$w facto$rs that 
influe$nce$ e$mplo$ye$e$ o$rganizatio$nal 
citize$nship be$havio$r, including 
o$rganizatio$nal co$mmitme$nt (Iswari, 2021), 
O$rganizatio$nal Culture$ (Ningrum, 2022) 
and Jo$b Satisfactio$n (Fitri, 2021). 

This research has novelty in terms of 
objects and analytical approaches. Based on 
literature review and previous article 
searches, no study has been found that 
specifically examines the influence of 
organizational culture and job satisfaction 
on Organizational Citizenship Behavior 
(OCB) with organizational commitment as 
an intervening variable in the BPKP 
Pusdiklatwas environment. Another 
novelty lies in the use of a mediation model 
that examines the role of organizational 
commitment in bridging the relationship 
between internal organizational factors and 
employee extra-role behavior. Thus, the 
results of this study are expected to make 
academic and practical contributions to the 
development of HR management in 
government agencies. 

 
MATERIAL AND METHODS 

 
MATERIAL 
Organizational Citizenship Behavior 
O$rgan in Titisari (2014) de$fine$s 
O$rganizatio$nal Citize$nship Be$havio$r 
(O$CB) as fre$e$ be$havio$r, no$t dire$ctly o$r 
e$xplicitly re$late$d to$ the$ re$ward syste$m and 
can impro$ve$ the$ e$ffe$ctive$ 10istribu$ning o$f 
the$ o$rganizatio$n. The$ incre$ase$ in 
o$rganizatio$nal citize$nship be$havio$r is 
influe$nce$d by two$ main facto$rs, name$ly (1) 
inte$rnal facto$rs that co$me$ fro$m e$mplo$ye$e$s 
the$mse$lve$s, including jo$b 10istribution$n, 
co$mmitme$nt and pe$rso$nality, e$mplo$ye$e$ 
mo$rale$, mo$tivatio$n and so$ o$n. (2) e$xte$rnal 
facto$rs that co$me$ fro$m o$utside$ the$ 
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e$mplo$ye$e$, including le$ade$rship style$, trust 
in le$ade$rs, o$rganizatio$nal culture$ and so$ o$n. 
The$ indicato$rs o$f o$rganizatio$nal citize$nship 
be$havio$r are$ altruism, co$nscie$ntio$usne$ss, 
spo$rtsmanship, co$urte$sy and civic virtue$. 
 
Organizational Commitment 
O$rganizatio$nal co$mmitme$nt is de$fine$d by 
Ro$bbins (2017) as a co$nditio$n in which an 
individual side$s with the$ o$rganizatio$n and 
its go$als and de$sire$s to$ maintain his 
me$mbe$rship in the$ o$rganizatio$n. Facto$rs 
that can affe$ct o$rganizatio$nal co$mmitme$nt 
include$ jo$b 11istribution$n, o$rganizatio$nal 
justice$, le$ade$rship suppo$rt, care$e$r 
de$ve$lo$pme$nt, re$co$gnitio$n and appre$ciatio$n, 
inte$rpe$rso$nal re$latio$nships, jo$b unce$rtainty, 
and o$rganizatio$nal culture$. The$ indicato$rs 
o$f o$rganizatio$nal co$mmitme$nt are$ affe$ctive$ 
co$mmitme$nt, co$ntinuance$ co$mmitme$nt, 
and no$rmative$ co$mmitme$nt. 
 
Organizational Culture 

Acco$rding to$ Ro$bbins (2017) 
o$rganizatio$nal culture$ is a co$mmo$n 
pe$rce$ptio$n fo$rme$d by me$mbe$rs o$f the$ 
o$rganizatio$n, into$ a syste$m o$f co$mbining 
unde$rstanding, to$ arrange$ agre$e$me$nts in 

carrying o$ut o$rganizatio$nal tasks, to$ be$ 
inno$vative$ in anticipating risks, care$ful 
abo$ut pro$ble$ms, and aggre$ssive$ in carrying 
o$ut o$rganizatio$nal tasks. Facto$rs that 
influe$nce$ the$ e$xiste$nce$ o$f o$rganizatio$nal 
culture$ are$ histo$ry, e$nviro$nme$nt, e$mplo$ye$e$ 
place$me$nt, and so$cializatio$n. The$ 
indicato$rs o$f o$rganizatio$nal culture$ are$ 
inno$vatio$n and risk taking, atte$ntio$n to$ 
de$tail, o$utcame$ o$rie$ntatio$n, pe$o$ple$ 
o$rie$ntatio$n, aggre$ssive$ne$ss, and stability. 

 
 

Job Satisfaction 
Luthans (2015) de$fine$s that jo$b 

11istribution$n is the$ re$sult o$f e$mplo$ye$e$ 
pe$rce$ptio$ns o$f ho$w we$ll o$ne$’s jo$b pro$vide$s 
e$ve$rything that is se$e$n as impo$rtant thro$ugh 
the$ re$sults o$f his wo$rk. Facto$rs that 
influe$nce$ jo$b 11istribution$n are$ le$ade$rship 
style$, lo$cus o$f co$ntro$l, and value$s. The$ 
indicato$rs o$f jo$b 11istribution$n are$ the$ wo$rk 
itse$lf, pay, supe$rvisio$n, and co$wo$rke$rs. The$ 
frame$wo$rk mo$de$l o$f the$ re$latio$nship 
be$twe$e$n variable$s in this re$se$arch can be$ 
pre$se$nte$d in Figure$ 1. 

 
 

 
  

 
Figure$ 1. Frame$wo$rk o$f Tho$ught 

 
METHODS 
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This re$se$arch use$s de$scriptive$ and 
ve$rifiable$ me$tho$ds with a quantitative$ 
appro$ach. Acco$rding to$ Sugiyo$no$ (2022), 
de$scriptive$ re$se$arch me$tho$ds are$ me$tho$ds 
use$d to$ de$te$rmine$ the$ e$xiste$nce$ o$f 
inde$pe$nde$nt variable$s, e$ithe$r in o$ne$ 
variable$ o$r mo$re$ (inde$pe$nde$nt variable$s o$r 
fre$e$ variable$s) witho$ut co$mparing the$ 
variable$s the$mse$lve$s and se$e$king 
re$latio$nships with o$the$r variable$s. 
Me$anwhile$, the$ ve$rifiable$ me$tho$d is a 
re$se$arch me$tho$d that is basically use$d to$ 
te$st the$o$rie$s by te$sting hypo$the$se$s. 
Acco$rding to$ Sugiyo$no$ (2022), a 
quantitative$ appro$ach can be$ inte$rpre$te$d as 
a re$se$arch me$tho$d base$d o$n po$sitivism 
philo$so$phy, use$d to$ re$se$arch a spe$cific 
po$pulatio$n o$r sample$, co$lle$ct data using 
re$se$arch instrume$nts, and analyse$ data 
quantitative$ly and statistically, with the$ aim 
o$f te$sting pre$de$te$rmine$d hypo$the$se$s. 

The$ po$pulatio$n in this re$se$arch was all 
203 e$mplo$ye$e$s o$f the$ BPKP Training 
Ce$ntre$. The$ autho$r me$asure$d the$ de$gre$e$ o$f 
variability pro$po$se$d by Sugiyo$no$ (2022) 
with a sample$ size$ o$f 134 e$mplo$ye$e$s. The$ 
data so$urce$s use$d we$re$ primary and 
se$co$ndary data, with data co$lle$ctio$n 
pro$ce$dure$s thro$ugh library re$se$arch and 
fie$ld re$se$arch such as inte$rvie$ws, 
que$stio$nnaire$s, and participant o$bse$rvatio$n. 
The$ data te$sting me$tho$ds use$d we$re$ validity 
te$sting, re$liability te$sting, classical 
assumptio$n te$sting, t-te$sting, path analysis, 
and So$be$l te$sting. 

 
RESEARCH RESULTS AND 

DISCUSSION 
DISCUSSION 

Acco$rding to$ Sugiyo$no$ (2022) A te$st is 
co$nside$re$d valid if it is able$ to$ me$asure$ 
what it is inte$nde$d to$ me$asure$. Valid me$ans 
that the$ instrume$nt can be$ use$d to$ me$asure$ 
what it is inte$nde$d to$ me$asure$. Valid me$ans 
that the$ instrume$nt can be$ use$d to$ me$asure$ 
anything that sho$uld be$ me$asure$d. The$ 
crite$ria fo$r te$sting the$ validity o$f a te$st are$ 
as fo$llo$ws: if rco $unt ≥ rtable$, the$n the$ te$st 
crite$ria are$ significant o$r valid, me$aning 

that the$ te$st is suitable$ fo$r use$ in hypo$the$sis 
te$sting. Ho$we$ve$r, if rco $unt < rtable$, the$n the$ 
te$st crite$ria are$ no$t significant o$r invalid, 
me$aning that the$ data is no$t suitable$ fo$r use$. 
Ne$xt, the$ re$liability te$st is co$nducte$d by 
co$mparing the$ Cro$nbach’s alpha value$ with 
the$ significance$ le$ve$l use$d, with the$ 
crite$rio$n be$ing that if the$ Cro$nbach’s alpha 
re$liability co$e$fficie$nt ≥ 0.6, the$n the$ 
variable$ instrume$nt is re$liable$ o$r 
trustwo$rthy. If the$ Cro$nbach’s alpha value$ 
< 0.6, the$n the$ variable$ instrume$nt is 
unre$liable$ o$r untrustwo$rthy. The$ classic 
12istributi$n te$st is co$nducte$d to$ asse$ss 
whe$the$r the$re$ are$ classic pro$ble$ms in an 
O$rdinary Le$ast Square$s (O$LS) line$ar 
re$gre$ssio$n mo$de$l with a significance$ le$ve$l 
o$f 0.05. The$ validity te$st crite$ria are$ that if 
rcalculate$d ≥ rtable$, the$n the$ te$st crite$ria are$ 
significant o$r valid, me$aning that the$ data is 
suitable$ fo$r use$ in hypo$the$sis te$sting. If 
rcalculate$d < rtable$, the$n the$ te$st crite$ria are$ no$t 
significant o$r invalid, me$aning that the$ data 
is no$t suitable$ fo$r use$. Ne$xt, re$liability 
te$sting is carrie$d o$ut by co$mparing the$ 
Cro$nbach’s alpha value$ with the$ le$ve$l o$r 
de$gre$e$ o$f significance$ use$d, with the$ 
crite$ria be$ing that if the$ Cro$nbach’s alpha 
re$liability co$e$fficie$nt ≥ 0.6, the$n the$ 
variable$ instrume$nt is re$liable$ o$r 
trustwo$rthy. If the$ Cro$nbach’s alpha value$ 
is < 0.6, the$ variable$ instrume$nt is 
unre$liable$ o$r untrustwo$rthy. An assume$d 
classical te$st is co$nducte$d to$ asse$ss whe$the$r 
the$re$ are$ classical pro$ble$ms in an O$rdinary 
Le$ast Square$s (O$LS) line$ar re$gre$ssio$n 
mo$de$l, with a significance$ le$ve$l o$f 0.05. 

RESEARCH RESULTS 
Base$d o$n the$ re$sults o$f the$ 

que$stio$nnaire$ distributio$n amo$ng 
Pusdiklatwas BPKP e$mplo$ye$e$s in this 
re$se$arch, the$ majo$rity o$f e$mplo$ye$e$s we$re$ 
fro$m the$ ge$ne$ral affairs de$partme$nt with a 
high scho$o$l/vo$catio$nal scho$o$l e$ducatio$n 
le$ve$l. Furthe$rmo$re$, the$ numbe$r o$f male$ 
e$mplo$ye$e$s was gre$ate$r than fe$male$ 
e$mplo$ye$e$s, with an age$ range$ abo$ve$ 35 
ye$ars and a le$ngth o$f se$rvice$ abo$ve$ 10 
ye$ars. E$mplo$ye$e$s e$arn an inco$me$ o$f mo$re$ 
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than o$r e$qual to$ Rp 7,000,000. This 
indicate$s that Pusdiklatwas BPKP do$e$s no$t 
co$nside$r age$ but rathe$r e$valuate$s e$mplo$ye$e$s 
base$d o$n the$ir pe$rfo$rmance$ o$utco$me$s. The$ 
fo$llo$wing is a summary o$f the$ ave$rage$ 

sco$re$s o$f e$mplo$ye$e$s' re$spo$nse$s re$garding 
the$ variable$s o$f o$rganisatio$nal citize$nship 
be$havio$ur, o$rganisatio$nal co$mmitme$nt, 
o$rganisatio$nal culture$, and jo$b satisfactio$n. 

 
 

Figure$ 2. Re$capitulatio$n Chart o$f E$mplo$ye$e$ Re$spo$nse$s 
 

Validity and Reliability Test 
The$ re$sults o$f the$ validity and re$liability te$sts sho$we$d that thre$e$ ite$ms, name$ly Z.2.1, 

Z.3.3, and X1.1.3, we$re$ no$t use$d in this re$se$arch be$cause$ the$y had co$rre$latio$n value$s that did 
no$t me$e$t the$ spe$cifie$d rhitung value$, which was smalle$r than rtabe$l. 

 
Classical Assumption Test 
1. Normality Test 

Table 1. First Sub Structure Normality Test Results with Kolmogorov-Smirnov 
One-Sample Kolmogorov-Smirnov Test 

 Unstandardize$d Re$sidual 
N 134 
No $rmal Parame$te$rsa,b Me$an .0000000 

Std. De$viatio $n 2727.21558817 
Mo $st E $xtre$me$ Diffe$re$nce$s Abso $lute$ .061 

Po $sitive$ .061 
Ne$gative$ -.036 

Te$st Statistic .061 
Asymp. Sig. (2-taile$d) .200c,d 
a. Te$st distributio $n is No $rmal. 
b. Calculate$d fro $m data. 
c. Lillie$fo $rs Significance$ Co $rre$ctio $n. 
d. This is a lo $we$r bo $und o $f the$ true$ significance$. 

So$urce$: Primary Data Pro$ce$sse$d with IBM SPSS 26 (2024) 

Table 2. Second Sub Structure Normality Test Results with Kolmogorov-Smirnov 
One-Sample Kolmogorov-Smirnov Test 

 Unstandardize$d Re$sidual 
N 134 
No $rmal Parame$te$rsa,b Me$an .0000000 

Std. De$viatio $n 3337.98084271 
Mo $st E $xtre$me$ Diffe$re$nce$s Abso $lute$ .057 

Po $sitive$ .057 
Ne$gative$ -.057 

Te$st Statistic .070 
Asymp. Sig. (2-taile$d) .193c 

3,95

4

4,05

4,1

Organizational
Citizenship
Behavior

Organizational
Commitment

Organizational
Culture

Job Satisfaction

4,08

4,00

4,06

4,04

http://u.lipi.go.id/1487671314
http://u.lipi.go.id/1422256691
mailto:jurnal.visionida@gmail.com


Jurnal Visionida, Volume 11 Nomor 1 Juni 2025 
E-ISSN : 2550-0694 | P-ISSN : 2442-417X 

Copyright: VISIONIDA, 2025 
https://ojs.unida.ac.id/Jvs, surel:  jurnal.visionida@gmail.com  14 

a. Te$st distributio $n is No $rmal. 
b. Calculate$d fro $m data. 
c. Lillie$fo $rs Significance$ Co $rre$ctio $n. 

 So$urce$: Primary Data Pro$ce$sse$d with IBM SPSS 26 (2024) 

 
2. Multicollinearity Test 

Table 3. Multicollinearity Test Results 
Model Collinearity Tolerence Statistic VIF Decision 

First Sub Structure    
O$rganizatio$nal Culture$ 0,463 2,159 Be$bas Multiko$line$aritas 
Jo$b Satisfactio$n 0,463 2,159 Be$bas Multiko$line$aritas 
Second Sub Structure    
O$rganizatio$nal Culture$ 0,358 2,793 Be$bas Multiko$line$aritas 
Jo$b Satisfactio$n 0,462 2,163 Be$bas Multiko$line$aritas 
O$rganizatio$nal Co$mmitme$nt 0,584 1,713 Be$bas Multiko$line$aritas 

So$urce$: Primary Data Pro$ce$sse$d, 2024 

 
3. Heteroscedasticity Test 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 

 
Figure 5. Scatterplot Graph 

Second Sub Structure 
Source: Primary Data Processed (2024) 

 
 
 
 
 

Figure 4. Scatterplot Graph 
First Sub Structure 

Source: Primary Data Processed (2024) 
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Path Analysis 
Table 4. First Equation Path Analysis Results 

Coefficientsa 

Mo$de$l 
Unstandardize$d Co$e$fficie$nts 

Standardize$d 
Co$e$fficie$nts 

t Sig. B Std. E$rro$r Be$ta 
1 (Co$nstant) 4816.179 1520.367  3.168 .002 

Budaya O$rganisasi .242 .039 .609 6.204 .000 
Ke$puasan Ke$rja .026 .051 .049 .498 .620 

a. De$pe$nde$nt Variable$: Ko$mitme$n O$rganisasio$nal 
So$urce$: Primary Data Pro$ce$sse$d, 2024 

Y = 0,609X1 + 0,049X2 + ε1   																	𝜌𝑦𝜀 = 	√1 − 0,416 = 0,584 
 

Table 5. Second Equation Path Analysis Results 
Coefficientsa 

Mo$de$l 
Unstandardize$d Co$e$fficie$nts 

Standardize$d 
Co$e$fficie$nts 

t Sig. B Std. E$rro$r Be$ta 
1 (Co$nstant) 8718.302 1904.487  4.578 .000 

Budaya O$rganisasi .218 .053 .338 4.082 .000 
Ke$puasan Ke$rja .120 .062 .141 1.932 .056 
Ko$mitme$n O$rganisasio$nal .751 .105 .461 7.118 .000 

a. De$pe$nde$nt Variable$: O$rganizatio$nal Citize$nship Be$havio$r 
So$urce$: Primary Data Pro$ce$sse$d, 2024 

Z = 0,338X1 + 0,141X2 + 0,461y + ε2                     𝜌#$ =	√1 − 0,681 = 0,319 

Figure 6. Path Analysis Results 
So$urce$: Primary Data Pro$ce$sse$d (2024) 

 
As sho$wn in Figure$ 6, the$ re$sults o$f the$ 

calculatio$ns fo$r the$ dire$ct e$ffe$ct, indire$ct 
e$ffe$ct, and to$tal e$ffe$ct be$twe$e$n variable$s 
can be$ pre$se$nte$d as sho$wn be$lo$w. 

 
Table 6. Path Analysis Test Results 

Variable Path 
Coefficient Influence 

Exogenous Endogenous Intervening  Direct Indirect Total 
Organizational 
Culture (X1) 

O$rganizatio$nal 
Co$mmitme$nt (Y)  0,609 37   

Job Satisfaction 
(X2) 

O$rganizatio$nal 
Co$mmitme$nt (Y)  0,049 0,2   

Organizational 
Culture (X1) 

O$rganizatio$nal 
Citize$nship Be$havio$r (Z)  0,338 11,4   

Job Satisfaction 
(X2) 

O$rganizatio$nal 
Citize$nship Be$havio$r (Z)  0,141 2   

Organizational 
Commitment (Y) 

O$rganizatio$nal 
Citize$nship Be$havio$r (Z)  0,461 21,2   

X1 

X2 

Y Z 

0,609 

0,04
9 

0,338 

0,141 

0,461 

0,584 0,319 
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Organizational 
Culture (X1) 

O$rganizatio$nal 
Citize$nship Be$havio$r (Z) 

O$rganizatio$nal 
Co$mmitme$nt (Y)   15,6 61,9 

Job Satisfaction 
(X2) 

O$rganizatio$nal 
Citize$nship Be$havio$r (Z) 

O$rganizatio$nal 
Co$mmitme$nt (Y)   6,5 16,4 

So$urce$: Primary Data Pro$ce$sse$d (2024) 

 
As sho$wn in Table$ 6, the$ re$sults 

indicate$ that o$rganisatio$nal culture$ has a 
dire$ct influe$nce$ o$f 37% o$n o$rganisatio$nal 
co$mmitme$nt, jo$b satisfactio$n has a dire$ct 
influe$nce$ o$f 0.2% o$n o$rganisatio$nal 
co$mmitme$nt, o$rganisatio$nal culture$ has a 
dire$ct influe$nce$ o$f 11.4% o$n o$rganisatio$nal 
citize$nship be$havio$ur, jo$b satisfactio$n has a 
dire$ct influe$nce$ o$f 2% o$n o$rganisatio$nal 
citize$nship be$havio$ur, and o$rganisatio$nal 
co$mmitme$nt has a dire$ct influe$nce$ o$f 
21.2% o$n o$rganisatio$nal citize$nship 
be$havio$ur. The$ indire$ct influe$nce$ o$f 
o$rganisatio$nal culture$ o$n o$rganisatio$nal 
citize$nship be$havio$ur thro$ugh 
o$rganisatio$nal co$mmitme$nt is 15.6% with a 
to$tal influe$nce$ o$f 61.9%, and the$ indire$ct 
influe$nce$ o$f jo$b satisfactio$n o$n 
o$rganisatio$nal citize$nship be$havio$ur 
thro$ugh o$rganisatio$nal co$mmitme$nt is 6.5% 
with a to$tal influe$nce$ o$f 16.4%. 

The$ influe$nce$ o$f o$rganisatio$nal culture$ 
o$n o$rganisatio$nal co$mmitme$nt is 
influe$nce$d by an incre$ase$ in o$rganisatio$nal 
culture$ indicato$rs in the$ fo$rm o$f e$xce$lle$nt 
aggre$ssive$ne$ss, which can incre$ase$ 
o$rganisatio$nal co$mmitme$nt, the$re$by 
incre$asing e$mplo$ye$e$s' o$rganisatio$nal 
citize$nship be$havio$ur. The$ influe$nce$ o$f jo$b 
satisfactio$n o$n o$rganisatio$nal co$mmitme$nt 
is influe$nce$d by an incre$ase$ in jo$b 
satisfactio$n indicato$rs in the$ fo$rm o$f 

e$xce$lle$nt co$-wo$rke$rs, which incre$ase$s 
satisfactio$n and stre$ngthe$ns e$mplo$ye$e$s' 
o$rganisatio$nal co$mmitme$nt, the$re$by 
incre$asing e$mplo$ye$e$s' o$rganisatio$nal 
citize$nship be$havio$ur. The$ influe$nce$ o$f 
o$rganisatio$nal culture$ o$n o$rganisatio$nal 
citize$nship be$havio$ur is influe$nce$d by an 
incre$ase$ in o$rganisatio$nal culture$ indicato$rs 
in the$ fo$rm o$f e$xce$lle$nt re$sults o$rie$ntatio$n, 
the$re$by incre$asing e$mplo$ye$e$s' 
o$rganisatio$nal citize$nship be$havio$ur. The$ 
influe$nce$ o$f jo$b satisfactio$n o$n 
o$rganisatio$nal citize$nship be$havio$ur is 
influe$nce$d by an incre$ase$ in jo$b satisfactio$n 
indicato$rs, whe$re$by e$mplo$ye$e$s fe$e$l ve$ry 
satisfie$d with the$ir o$wn wo$rk, the$re$by 
incre$asing the$ir o$rganisatio$nal citize$nship 
be$havio$ur. The$ influe$nce$ o$f o$rganisatio$nal 
co$mmitme$nt o$n o$rganisatio$nal citize$nship 
be$havio$ur is influe$nce$d by indicato$rs o$f 
o$rganisatio$nal co$mmitme$nt in the$ fo$rm o$f 
no$rmative$ co$mmitme$nt, whe$re$by 
e$mplo$ye$e$s fe$e$l a mo$ral o$bligatio$n to$ re$main 
in the$ o$rganisatio$n, the$re$by incre$asing 
e$mplo$ye$e$s' o$rganisatio$nal citize$nship 
be$havio$ur. 
Hypothesis Testing 

De$cisio$ns we$re$ made$ base$d o$n a 
co$mpariso$n o$f the$ tco $unt o$f e$ach re$gre$ssio$n 
co$e$fficie$nt with the$ ttable$ value$s acco$rding to$ 
the$ significance$ le$ve$l use$d, name$ly α = 
0.05. The$ fo$llo$wing is a summary o$f the$ 
partial hypo$the$sis te$st re$sults. 

Table$ 7. Re$capitulatio$n o$f T Te$st Re$sults 
No Hypothesis Statistical Test Decision Conslusion 
1 The$re$ is a po$sitive$ and significant dire$ct 

e$ffe$ct o$f o$rganisatio$nal culture$ o$n 
o$rganisatio$nal co$mmitme$nt. 

6,204 > 1,657 H01 re$je$cte$d 
Ha1 acce$pte$d 

Dire$ct and po$sitive$ 
e$ffe$ct 

2 The$re$ is a po$sitive$ and significant dire$ct 
e$ffe$ct o$f jo$b satisfactio$n o$n o$rganisatio$nal 
co$mmitme$nt. 

0,498 < 1,657 H02 acce$pte$d 
Ha2 re$je$cte$d 

No$ Dire$ct and po$sitive$ 
e$ffe$ct 

3 The$re$ is a po$sitive$ and significant dire$ct 
e$ffe$ct o$f o$rganisatio$nal culture$ o$n 
o$rganisatio$nal citize$nship be$havio$ur. 

4,082 > 1,656 H03 re$je$cte$d 
Ha3 acce$pte$d 

Dire$ct and po$sitive$ 
e$ffe$ct 
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4 The$re$ is a po$sitive$ and significant dire$ct 
e$ffe$ct o$f jo$b satisfactio$n o$n o$rganisatio$nal 
citize$nship be$havio$ur. 

1,932 > 1,656 H04 re$je$cte$d 
Ha4 acce$pte$d 

Dire$ct and po$sitive$ 
e$ffe$ct 

5 The$re$ is a po$sitive$ and significant dire$ct 
e$ffe$ct o$f o$rganisatio$nal co$mmitme$nt o$n 
o$rganisatio$nal citize$nship be$havio$ur. 

7,188 >1,656 H05 re$je$cte$d 
Ha5 acce$pte$d 

Dire$ct and po$sitive$ 
e$ffe$ct 

So$urce$: Primary Data Pro$ce$sse$d (2024)
 
Furthe$rmo$re$, a So$be$l te$st was co$nducte$d to$ 
e$xamine$ the$ me$diating e$ffe$ct. The$ 
fo$llo$wing are$ the results of the calculations 

from Sobel Test Calculator for The 
Significance of Mediation. 

 
 
 
 
 
 
 
 

 
 
 
 

 
 

 
 
 
 
 

Figure$ 7. Re$sult o$f So$be$l Te$st Calculato$r Variable$ O$rganizatio$nal Culture$ 
 

 
 
 

 

 
 
 

 
Figure$ 8. Re$sult o$f So$be$l Te$st Calculato$r Variable$ Jo$b Satisfactio$n 

So$urce$: O$utput Calculato$r fo$r The$ Significance$ o$f Me$diatio$n (2024) 
 

 
 
 
 

So$urce$: O$utput Calculato$r fo$r The$ 
Significance$ o$f Me$diatio$n (2024) 
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Table$ 8. Re$capitulatio$n o$f So$be$l Te$st Re$sults 
No Hypothesis Statistical Test Decision Conclusion 
1 The$re$ is a po$sitive$ and significant 

indire$ct e$ffe$ct o$n o$rganisatio$nal 
citize$nship be$havio$ur thro$ugh 
o$rganisatio$nal co$mmitme$nt. 

4,23 > 1,96 H06 re$je$cte$d 
Ha6 acce$pte$d 

Indire$ct and po$sitive$ 
e$ffe$ct  

2 The$re$ is no$ significant ne$gative$ indire$ct 
e$ffe$ct o$n o$rganisatio$nal citize$nship 
be$havio$ur thro$ugh o$rganisatio$nal 
co$mmitme$nt. 

0,94 < 1,96 H02 acce$pte$d 
Ha2 re$je$cte$d 

No$ indire$ct and 
po$sitive$ e$ffe$ct 

So$urce$: Primary Data Pro$ce$sse$d (2024) 
 
Hypothesis Discussion 
The Influence of Organizational Culture 
on Organizational Commitment 
The$ re$sults o$f the$ t-te$st calculatio$n fo$r the$ 
o$rganizatio$nal culture$ variable$ o$btaine$d a 
tco $unt o$f 6.204 > ttable$ o$f 1.657. Pre$vio$us 
suppo$rting re$se$arch was co$nducte$d by 
Tutugo$ (2020), Taro$re$h (2020) and 
Mahayasa (2018).  A go$o$d o$rganizatio$nal 
culture$ stre$ngthe$ns e$mplo$ye$e$s' lo$yalty to$ 
the$ o$rganizatio$n. The$ o$rganizatio$n's value$s 
and no$rms are$ we$ll instille$d in the$ 
o$rganizatio$nal culture$ at Pusdiklatwas 
BPKP, so$ e$mplo$ye$e$s te$nd to$ be$ mo$re$ o$pe$n 
to$ change$s that o$ccur. 
 
The Influence of Job Satisfaction on 
Organizational Commitment 
The$ re$sults o$f the$ hypo$the$sis te$st sho$w that 
jo$b satisfactio$n do$e$s no$t have$ a dire$ct and 
po$sitive$ e$ffe$ct o$n o$rganizatio$nal 
co$mmitme$nt, with a tco $unt o$f 0.498 < ttable$ o$f 
1.657. The$se$ findings are$ co$ntrary to$ 
pre$vio$us studie$s by Sudarmo$no$ (2022), 
Fitri (2021) and Phala (2016). Ho$we$ve$r, the$ 
re$se$arch findings that suppo$rt this are$ tho$se$ 
by Iswari (2021), who$ fo$und that jo$b 
satisfactio$n do$e$s no$t have$ a dire$ct and 
po$sitive$ e$ffe$ct o$n o$rganizatio$nal 
co$mmitme$nt. E$ach individual has diffe$re$nt 
pre$fe$re$nce$s fo$r the$ir ne$e$ds; so$me$ 
e$mplo$ye$e$s are$ satisfie$d with the$ir wo$rk 
witho$ut having stro$ng co$mmitme$nt to$ the$ 
o$rganizatio$n, while$ o$the$rs have$ high 
co$mmitme$nt de$spite$ fe$e$ling le$ss satisfie$d. 
High jo$b satisfactio$n has the$ po$te$ntial to$ 
e$nhance$ o$rganizatio$nal co$mmitme$nt by 
cre$ating co$nditio$ns that suppo$rt e$mo$tio$nal 

attachme$nt, intrinsic mo$tivatio$n, e$mplo$ye$e$ 
stability, and a po$sitive$ o$rganizatio$nal 
culture$. 
 
The Influence of Organizational Culture 
on Organizational Citizenship Behavior 

The$ re$sults o$f the$ hypo$the$sis te$sting o$n 
the$ o$rganizatio$nal culture$ variable$ o$n 
o$rganizatio$nal citize$nship be$havio$r 
o$btaine$d a tco $unt o$f 4.082 > ttable$ 1.656. The$se$ 
re$sults indicate$ that e$mplo$ye$e$s' high 
pe$rce$ptio$ns o$f the$ value$s co$ntaine$d in 
o$rganizatio$nal culture$ can le$ad to$ the$ir 
willingne$ss to$ pe$rfo$rm tasks o$utside$ the$ir 
jo$b de$scriptio$ns. This re$se$arch suppo$rts 
pre$vio$us studie$s co$nducte$d by Tutugo$ 
(2020), Mahardika (2019), and Mahayasa 
(2018). 

 
The Influence of Job Satisfaction on 
Organizational Citizenship Behavior 

The$ re$sults o$f the$ hypo$the$sis te$st sho$w 
that jo$b satisfactio$n has a dire$ct and po$sitive$ 
e$ffe$ct o$n the$ o$rganizatio$nal citize$nship 
be$havio$r o$f Pusdiklatwas BPKP 
e$mplo$ye$e$s, with a tco $unt o$f 1.932 > ttable$ o$f 
1.656. This re$sult is co$ntrary to$ the$ findings 
o$f studie$s co$nducte$d by Irnandi (2023) and 
Phala (2016), who$ fo$und that jo$b 
satisfactio$n has a dire$ct and po$sitive$ e$ffe$ct 
o$n o$rganizatio$nal citize$nship be$havio$r. 
Studie$s suppo$rting this finding include$ 
tho$se$ by Sudarmo$no$ (2022), Iswari (2021), 
and Fitri (2021). Jo$b satisfactio$n is an 
attitude$ e$xpe$cte$d by o$rganizatio$ns; satisfie$d 
e$mplo$ye$e$s are$ mo$re$ mo$tivate$d to$ wo$rk we$ll 
and pe$rfo$rm be$tte$r. Co$nve$rse$ly, if jo$b 
satisfactio$n is no$t me$t, it can hinde$r the$ 
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pro$gre$ss and gro$wth o$f the$ o$rganizatio$n. 
Acco$rding to$ Luthans (2015), inve$sting in 
impro$ving jo$b satisfactio$n can bring lo$ng-
te$rm be$ne$fits to$ the$ o$rganizatio$n in the$ fo$rm 
o$f highe$r pro$ductivity, mo$re$ co$mmitte$d 
e$mplo$ye$e$s, and a mo$re$ harmo$nio$us and 
po$sitive$ wo$rk atmo$sphe$re$.  

 
The Influence of Organizational 
Commitment on Organizational 
Citizenship Behavior 

The$ re$sults o$f the$ hypo$the$sis te$st o$n the$ 
o$rganizatio$nal co$mmitme$nt variable$ sho$w 
that it has an e$ffe$ct o$n o$rganizatio$nal 
citize$nship be$havio$r, as indicate$d by a tco $unt 
o$f 7.118 > ttable$ o$f 1.656. This re$se$arch 
suppo$rts pre$vio$us re$se$arch co$nducte$d by 
Sudarmo$no$ (2022), Fitri, e$t al. (2021), and 
Tutugo$ (2020). Acco$rding to$ Ro$bbins 
(2017), e$mplo$ye$e$s with high o$rganizatio$nal 
co$mmitme$nt te$nd to$ have$ stro$ng intrinsic 
mo$tivatio$n to$ co$ntribute$ mo$re$ than 
e$xpe$cte$d o$r e$xhibit o$rganizatio$nal 
citize$nship be$havio$r. The$y no$t o$nly fulfill 
the$ir primary dutie$s but are$ also$ mo$re$ 
mo$tivate$d to$ e$ngage$ in vo$luntary activitie$s 
that suppo$rt the$ o$ve$rall we$ll-be$ing o$f the$ 
o$rganizatio$n. 

 
The Influence of Organizational Culture 
on Organizational Citizenship Behavior 
Through Organizational Commitment as 
an Intervening Variable 
The$ re$sults o$f the$ hypo$the$sis te$st sho$w that 
o$rganizatio$nal culture$ has a po$sitive$ and 
significant indire$ct e$ffe$ct o$n o$rganizatio$nal 
citize$nship be$havio$r thro$ugh o$rganizatio$nal 
co$mmitme$nt as an inte$rve$ning variable$ 
amo$ng e$mplo$ye$e$s o$f the$ BPKP Training 
Ce$nte$r, with a Zco $unt o$f 4.23 > Ztable$ o$f 1.96. 
The$ re$sults o$f this re$se$arch are$ co$ntrary to$ 
tho$se$ o$f studie$s co$nducte$d by Tutugo$ 
(2020) and Taro$re$h (2020). Suppo$rting 
re$se$arch include$s studie$s by Prayuda 
(2023), Anggre$ni (2022), and Saputra 
(2019), which indicate$ that o$rganizatio$nal 
culture$ influe$nce$s o$rganizatio$nal 
citize$nship be$havio$r thro$ugh o$rganizatio$nal 
co$mmitme$nt. Acco$rding to$ Se$darmayanti 
(2017), a stro$ng and po$sitive$ o$rganizatio$nal 

culture$ with value$s o$f fairne$ss, trust, and 
suppo$rt fo$r e$mplo$ye$e$ de$ve$lo$pme$nt te$nds to$ 
incre$ase$ e$mplo$ye$e$ co$mmitme$nt to$ the$ 
o$rganizatio$n. High o$rganizatio$nal 
co$mmitme$nt can also$ influe$nce$ e$mplo$ye$e$s' 
pe$rce$ptio$ns o$f mo$ral o$r no$rmative$ 
o$bligatio$ns to$ assist the$ o$rganizatio$n 
thro$ugh o$rganizatio$nal citize$nship 
be$havio$r.  
 
The Influence of Job Satisfaction on 
Organizational Citizenship Behavior 
Through Organizational Commitment as 
an Intervening Variable 
The$ re$sults o$f this re$se$arch indicate$ that jo$b 
satisfactio$n do$e$s no$t have$ an indire$ct and 
po$sitive$ e$ffe$ct o$n o$rganizatio$nal citize$nship 
be$havio$r, o$btaining a Zco $unt o$f 0.94 < Ztable$ 
o$f 1.96. The$se$ re$sults do$ no$t me$diate$ the$ 
influe$nce$ be$twe$e$n satisfactio$n and 
o$rganizatio$nal citize$nship be$havio$r. The$ 
re$sults o$f this re$se$arch suppo$rt the$ re$se$arch 
co$nducte$d by Iswari (2021), Sae$pudin 
(2019), and Phala (2016). Acco$rding to$ 
Ro$bbins (2017), an e$mplo$ye$e$'s succe$ss and 
pe$rfo$rmance$ in the$ir fie$ld o$f wo$rk are$ 
de$te$rmine$d by se$ve$ral facto$rs, including jo$b 
satisfactio$n, wo$rk e$ngage$me$nt, and 
co$mmitme$nt to$ the$ o$rganizatio$n. 
O$rganizatio$nal co$mmitme$nt is a state$ whe$re$ 
an individual aligns with the$ o$rganizatio$n 
and its go$als and de$sire$s to$ maintain the$ir 
me$mbe$rship in the$ o$rganizatio$n. Thus, high 
jo$b invo$lve$me$nt me$ans an individual's 
alignme$nt with a spe$cific jo$b, while$ high 
o$rganizatio$nal co$mmitme$nt me$ans 
alignme$nt with the$ o$rganizatio$n whe$re$ the$y 
wo$rk. 

 
CONCLUSION AND IMPLICATIONS 
1. O$rganizatio$nal citize$nship be$havio$r o$f 

e$mplo$ye$e$s thro$ugh o$rganizatio$nal 
culture$, jo$b satisfactio$n and 
o$rganizatio$nal co$mmitme$nt in 
Pusdiklatwas BPKP e$mplo$ye$e$s in the$ 
go$o$d cate$go$ry. 

2. O$rganizatio$nal culture$ has a dire$ct and 
po$sitive$ e$ffe$ct o$n o$rganizatio$nal 
co$mmitme$nt. 
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3. Jo$b satisfactio$n has no$ dire$ct and 
po$sitive$ e$ffe$ct o$n o$rganizatio$nal 
co$mmitme$nt. 

4. O$rganizatio$nal culture$ has a dire$ct and 
po$sitive$ e$ffe$ct o$n o$rganizatio$nal 
citize$nship be$havio$r. 

5. Jo$b satisfactio$n has a dire$ct and po$sitive$ 
e$ffe$ct o$n o$rganizatio$nal citize$nship 
be$havio$r. 

6. O$rganizatio$nal co$mmitme$nt has dire$ct 
and po$sitive$ e$ffe$ct o$n o$rganizatio$nal 
citize$nship be$havio$r. 

7. O$rganizatio$nal culture$ has an indire$ct 
and po$sitive$ e$ffe$ct o$n o$rganizatio$nal 
citize$nship be$havio$r thro$ugh 
o$rganizatio$nal co$mmitme$nt. 

8. Jo$b satisfactio$n has no$ indire$ct and 
po$sitive$ e$ffe$ct o$n o$rganizatio$nal 
citize$nship be$havio$r thro$ugh 
o$rganizatio$nal co$mmitme$nt. 
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